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ABSTRACT 
 
Abdul Halim BUSARI 
 
 
LEADERSHIP EFFECTIVENESS AND COGNITIVE 
STYLE: A MALAYSIAN GOVERNMENT LINKED 
COMPANIES’ (GLCs) PERSPECTIVES 
 
 
The purpose of this study was to explore leadership effectiveness from the perspectives of 
the Full Range Leadership Model and Cognitive Style Theory within the framework of 
understanding both followers and leaders as individual’s attitudes to leadership 
effectiveness. Leadership effectiveness was measured using newly developed self-report 
instrument, the Leadership Effectiveness Questionnaire (LEQ) with three scales of 
effectiveness as suggested by Yukl (2002), which were: 1) aims, 2) followers’ attitude 
towards the leader and, 3) group processes. The Full Range leadership approaches were 
measured using Bass & Avolio’s (1997) Multifactor Leadership Questionnaire (MLQ) 
Form 5X-Short, whilst cognitive style was gathered by using Allinson & Hayes’s (1996) 
Cognitive Style Index (CSI). A two stage (questionnaire survey followed by semi structured 
interviews) mixed method study was undertaken. Questionnaire data was gathered from 331 
followers and 172 leaders in Malaysian Government-Linked Companies, and 10 leaders 
involved in the interviews. Findings from the survey suggest that a transformational 
approach was correlated significantly and positively with effectiveness. Intuitive Cognitive 
Style also correlated significantly with leadership effectiveness. Findings from the semi-
structured interviews identified a few more characteristics of an effective leadership such as 
balance and appreciative, whilst new dimensions of cognitive style identified such as 
rational and holistic.   
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 CHAPTER 1 
INTRODUCTION 
Figure 1.1 Thesis Topic Chain 
 
 
 
 
 
1.1 THE RESEARCH NEEDS 
Debates on leadership effectiveness in organisations have been a longstanding 
aspect of management research (Yukl, 2002; Bennis, Spreitzer, & Cummings, 2001; 
Fiedler, 1967: Hogan, Curphy & Hogan, 1994; Mott, 1972). In order to understand what 
leadership effectiveness really means, over the past half century, numerous leadership 
theories have been developed. One of the contemporary approaches that is currently 
being used to measure leadership effectiveness is the full range leadership model 
developed by Bass and Avolio (1995; 1997; 2000).  
 
The evolution of leadership effectiveness research has revealed five major issues 
which pertain to this study, as illustrated in Figure 1.2. Firstly, research on leadership 
effectiveness has traditionally been profoundly leader-focused with little attention on 
followers (Collinson, 2006; Kelley, 1992; Meindl, 1995). Secondly, the majority of 
leadership effectiveness studies from the Full Range Leadership Model were conducted 
in relation to transformational leadership style compared to a transactional leadership 
style (Lowe, Kroeck, Sivasubramaniam, 1996; Ozaralli, 2003). Thirdly, the cognitive 
style literature offers little information or systematic evaluation on the influence that 
cognitive style play in leadership effectiveness. Even if cognitive style were 
Chapter One 
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 2 
investigated it was mainly intuition focused rather than analysis focused (Patton, 2003; 
Ritchie, Kolodinsky, & Eastwood 2007; Hayes, Allinson & Armstrong, 2004). Fourthly, 
interests of leadership studies mostly have been conducted from the leaders‟ 
assessments with little being written on the followers. In fact, leadership effectiveness 
studies which consider the relationship of leadership approaches and cognitive style 
from both leaders and followers‟ perceptions have never been conducted (Al-Sabaty & 
Davis, 1989; Brown & Thornborrow, 1996). Finally, it has been recognised that the 
majority of the leadership theories have been developed in the American region. 
Although comparative studies have been conducted in various countries, a strong North-
American bias can be recognised (Blair & Hunt, 1986; Yukl, 2002).  Thus, the 
comparability of cultural differences needs to be further developed. Therefore with the 
emphasis on leadership effectiveness, transformational and transactional leadership 
approaches, cognitive styles, and followership, this research should be taken into 
consideration to be applied in the Malaysian context. 
 
With these concerns in mind, this thesis intends to explore leadership 
effectiveness within the existing Full Range Leadership Model and cognitive style 
theoretical frameworks. Therefore, the present research aims to fill the gaps which 
consider „follower-focused‟, leadership effectiveness with an emphasis on 
transformational and transactional leadership approaches; cognitive styles from intuition 
and analysis focused; and participation from both leaders and followers in the 
Malaysian Government-linked Companies (GLCs) respectively. This study aims to 
satisfy all five research needs as follows: 
1. The lack of follower focus in the leadership effectiveness literatures 
2. Transactional leadership style has received little attention when effectiveness 
being discussed. 
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3. Analytic focused was rarely discussed in cognitive style and leadership 
effectiveness literature. 
4.  Combination of leaders‟ and followers perceptions should be taken into 
account in the leadership effectiveness literature 
5. Deployment of MLQ and CSI out of American and UK region 
 
Figure 1.2 Five Main Issues Revealed in Leadership Effectiveness Studies 
 
Organisations invest considerable capital, effort and time into initiatives that are 
designed to gain a better understanding of their human resources, particularly of leaders 
and followers. Identifying which leadership approach or style works best for their 
organisation in order to explore leadership effectiveness and determining what type of 
cognitive style exists requires critical, accurate, and reliable measurement. This research 
utilizes four concepts: a) leadership effectiveness (the extent to which a leader’s 
Leadership Effectiveness 
Studies 
Follower-focused 
 
Transformational and 
Transactional Focused 
Intuition and analysis 
focused 
Leader-focused 
 
Transformational- 
focused 
 
Intuition-focused 
Gap 1 
Gap 2 
Gap 3 
Central elements of existing literature 
Current research interest intends to undertake 
Leader‟ 
perceptions 
Leaders‟ and followers‟ 
perceptions 
Gap 4 
Gap 5 
Malaysian context American, 
European Context 
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organizational unit performs its task successfully and attains its goals; the attitude of 
followers towards the leader; the contribution of the leader to the quality of group 
processes), b) full range leadership approaches (transformational and transactional 
leadership), c) cognitive styles (analysis and intuitive), and d) followership.  
 
Although an enormous amount of studies have been conducted on the full range 
leadership model, the present research adopts an alternative approach. It extends its 
framework from the perspective of the followers, and focuses on the cognitive style of 
the leaders. As a starting point, this chapter outlines the relevant background to 
construct the specified aims, research questions and conceptual framework for the 
present research. The structure of the thesis is outlined at the end of this chapter. 
 
1.2 PROBLEM STATEMENT AND RATIONALE 
 
Many empirical studies have been conducted on leadership effectiveness (Grint, 
1997) but the majority of the results could be said to be contradictory and inconclusive 
(Yukl, 2002). Part of the problem is dealing with leadership as an abstract rather than 
practical concept especially through the follower‟s eye. In addition, much of the 
leadership literature is criticised for being too “leader centric” (Meindl, Stubbart, & 
Porac, 1994) and research and theories around leadership and leadership effectiveness 
have tended to overlook followership. The role of followers has almost never been 
considered simultaneously when considering effective leadership (Chaleff, 1995; 
Kelley, 1992). As a consequence, followership still remains an understudied discipline 
(Bjugstad, Thach, & Thompson, 2006; Kelley, 1992). Only recently there has been 
growing interest in studies of followers to the leadership relationships and a number of 
publications have emerged in this regards (see e.g. Riggio, Chaleff, and Lipman-
Blumen, 2008; Popper, 2011, Shamir, Pillai, Bligh, & Uhl-Bien, 2007). 
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From another point of view, leadership and followership studies lack 
consideration of cognitive perspective elements which is aligned with Schwenk (1988) 
who argued that the cognitive perspective in leadership has not been addressed 
efficiently. In fact, little research on followers‟ perceptions on their leader‟s cognitive 
style or how they perceive leadership effectiveness has been done, in line with Lord, 
Brown and Freiberg (1999: 167) who assert that “the followers remains an under-
explored source of variance in understanding leadership processes”. In regards to this 
Hollander (1993: 29) suggested, “without followers, there are plainly no leaders or 
leadership”. 
 
The literature argues that effective leadership in an organisation is crucial 
(Adair, 1993). Early examinations of leadership effectiveness reported the differences 
between leaders and followers (Dvir, Eden, Avolio & Shamir, 2002). Prior to that, 
leadership effectiveness studies differentiated effective from non-effective leaders 
(Yammarino, Spangler, & Bass, 1993; Bass & Avoilo, 1994). The comparison of 
effective and non-effective leaders led to the identification of two approaches, 
transformational and transactional. However, the influence of cognitive style as an 
important characteristic of understanding effective leadership has been given little 
attention by these studies. 
 
Similarly, both leaders‟ and followers‟ actual points of view have almost never 
been traced in this discipline of studies. In fact, there is little evidence of which 
combination is really a link to leadership effectiveness; Transformational-intuition, 
transactional-analysis or vice versa. Unfortunately there is no known research on these 
topics which have been undertaken in Malaysia, although there are quite a number of 
cross cultural perspectives on perceived leadership effectiveness or leadership style 
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(Gill, 1997; Hofstede, 1980; Kennedy, 2002; Kennedy & Mansor, 2000). As a 
consequence one is left with the belief that there is still ample opportunity for research 
in this area with an emphasis on the cognitive style of both the leaders and followers. In 
addition, a few research studies (see Hashim, Razikin, Yusof, Abdul Rashid & Syed 
Hassan, 2010; Sharma 2010) were conducted in a school environment. Therefore the 
current research aims to highlight leadership effectiveness from both leaders and 
followers perspectives as well as the influence of cognitive style. 
 
Understanding the influence of cognitive style upon transformational and 
transactional leadership approaches could have the potential to improve leadership 
effectiveness and performance by monitoring the recruitment and selection of leaders. 
Sadler-Smith and Badger (1998) suggest that cognitive style differences have a crucial 
role in fostering individual versatility and understanding effective management. Placing 
a suitable leader with a suitable approach and specific cognitive style may have a 
considerable impact on the organisation and human resource practices (Sadler-Smith, 
1998). 
 
Yet, despite this and the extensive research and publications on the subject, there 
remains a considerable gap between what theory or academia define as leadership 
effectiveness, and the practical implementation and expression of these principles in the 
day-to-day leading and managing of an organisation especially when dealing with 
cognitive styles. In fact, internationally circulated theories of leadership effectiveness 
have been dominated by Western cultural and educational frameworks. The previous 
research has ignored a range of other frameworks. It is time to open up our thinking 
about theories and methods of organising and administering leadership throughout the 
world from a non-western perspective. 
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1.3 PURPOSE OF THE STUDY 
The purpose of this study is to explore leadership effectiveness. In doing so, this 
study aims to explore the relationship between leadership approaches (transformational 
and transactional) and cognitive style (analysis and intuition) from both leaders and 
followers perceptions. The specific objectives of this research are:- 
1. To ascertain the leadership approach that mainly exhibited by the leaders in the 
Malaysian GLCs. 
2. To ascertain the cognitive styles that mainly employed by the leaders in Malaysian 
GLCs. 
3. To explore the relationships between leadership approaches (transformational and 
transactional), cognitive styles (analysis and intuition), and leadership effectiveness 
from the leaders‟ assessment. 
4. To explore the relationships between leaders‟ leadership approaches 
(transformational and transactional), leaders‟ cognitive styles (intuition and 
analysis) and leadership effectiveness from the followers‟ perceptions. 
5. To compare and contrast the results between leaders‟ assessment and followers‟ 
perceptions regarding leadership approaches, cognitive styles and leadership 
effectiveness. 
6. To identify, using qualitative data gathered from informants, leaders‟ perceptions of 
leadership effectiveness, leadership approaches and cognitive styles. 
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1.4 RESEARCH QUESTIONS AND CONCEPTUAL FRAMEWORK 
This section specifies the research questions (RQs) within the conceptual 
framework and the variables that will be examined through this research (see Figure 
1.3). Given the exploratory nature of the study, research questions were used rather than 
formal hypotheses to test the proposed links. To begin with, it must be noted that this 
study focuses on both leaders and followers. Twelve questions in total outlined below 
intended to guide the general direction of the research. RQ1 to RQ6 focused on both 
followers and leaders‟ samples which were examined quantitatively, whilst RQ7 to 
RQ12 focused on leaders‟ samples which were examined qualitatively. Although 
leadership has always been very much in the eyes of the followers (Meindl, 1995; 
Popper & Druyan, 2001), it can be suggested that followership and cognitive style are 
important elements in the study of leadership.  
 
 RQ1 is related to leadership approaches (transformational, transactional and 
laissez-faire). This RQ is divided into five sub-questions which include the factor 
structure, reliability, differences of mean score, the influence of demographic 
characteristics and which leadership approach is adopted by the leaders in the 
participating Malaysian GLCs. One of the focuses of RQ1 is to identify which 
leadership approaches the leader normally posseses. Although it has been proven that a 
transformational leadership approach seems to be the preferred approach rather than a 
transactional leadership approach (e.g.,Hater & Bass, 1988; Seltzer, Numerof & Bass, 
1990; Yammarino, Spangler, & Bass, 1993), it has never been tested in the case of 
Malaysian GLCs leaders.  Bass (1985) who extended Burns‟ work by giving more 
attention to followers argues that transformational leadership motivates followers to do 
more than what is expected. However in this context, followers‟ perceptions should be 
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taken into account as Howell & Avolio (1993) state that transformational leadership 
motivates followers to transcend their self-interests for the good of the organisation. 
 
Similarly, RQ2 focuses on cognitive style (analysis and intuition). RQ2a, RQ2b, 
and RQ2c concentrate on the factor structure, reliability, and differences of the mean 
score. With the inspiration that there is a lot of opportunity and little attention on the 
study of leader‟s cognitive style, thus the focus of RQ2d is to identify which type of 
cognitive style whether analytic or intuitive (Allinson & Hayes, 1996), is normally 
possessed by the leader. On the other hand, RQ2e is concentrating to examine the 
influence of demographic characteristics on leaders‟ cognitive style.  
 
RQ3 is related to leadership effectiveness, which includes the factor structure, 
reliability and differences of mean score of the scales. This RQ aims to examine a new 
measure regarding leadership effectiveness as Hersey and Blanchard (1969) specified 
that effective leadership results from the fit between a leader‟s style and the readiness of 
his or her followers. The first three research questions were motivated by the fact that 
the reliability, validity and factor structure of each of the instruments had to be ensured 
within the Malaysian organisational context, as none of them have been developed or 
standardised in Malaysia. Therefore, the factorial configuration of each of the 
instruments would be assessed first. Only once each instrument had proven its factorial 
validity and internal reliability and the assurance was obtained that it was able to 
capture as much of the construct and its variance as possible in this particular cultural 
context, could it be used with confidence to study the various relationships between the 
constructs and to further test the proposed integrated model.  
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RQ4 aims to explore the relationships between leadership approaches 
(transformational and transactional) and cognitive styles (analysis/intuition) in both 
followers and leaders‟ samples. As Pech (2003, p. 1) states, “the act of leadership from 
a cognitive perspective is still not well understood”. Therefore, this study employs a full 
range leadership model (Bass & Avolio, 1990) and cognitive style dimensions (Hayes & 
Allinson, 1994). A review of the literature was undertaken to determine what is 
presently known about the various relationships between the constructs. RQ5 explores 
the relationships between leadership approaches and leadership effectiveness where as 
RQ6 explores the association between cognitive style and leadership effectiveness in 
both followers and leaders‟ samples. 
 
 Turning to the qualitative stage, RQ7, RQ8 and RQ9 respectively gather the 
perceptions of the Malaysian GLCs leaders regarding leadership effectiveness, 
leadership approaches and cognitive style. In addition, RQ10 and RQ11 intend to 
support quantitative findings from RQ1 and RQ2, and also to strengthen findings from 
RQ5 and RQ6. Finally, RQ12 looks into any common criteria regarding leadership 
effectiveness from the new LEQ and MLQ. 
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1.5 STRUCTURE OF THE THESIS 
This thesis consists of nine chapters. Chapter 1, the Introduction is the foundation of 
the thesis which explains the background to the need for this research. This chapter also 
provides the problem statement and rationale of this research and develops a conceptual 
framework drawn from the literature for testing and exploration to address the research needs 
by providing the purpose of the study and research questions. Figure 1.1 shows the structure 
of the thesis in the form of a topic chain of its nine chapters from Chapter One - Introduction 
through to Chapter Nine - Summary and Conclusions.  
 
Chapter 2 provides the review of leadership effectiveness and offers more insight into 
leadership approaches and followership. Various definitions of leadership and leadership 
effectiveness are considered and described. Research on various leadership theories and the 
emergence of various approaches is then discussed, with brief consideration of historical 
perspectives in order to contextualise this research within the range of this current research. 
This research concerns itself with Bass and Avolio‟s (1997) full range leadership model, 
which outlines explicitly transformational and transactional leadership approaches which are 
characterised as contemporary leadership approaches, and explore how these relate to 
effectiveness. The reviews then turn to discuss how followership is taken into account in the 
full range leadership theories and how it affects leadership effectiveness. 
 
Chapter 3 reviews the concept of cognitive style to provide more links and insight 
into leadership approaches and leadership effectiveness. In doing so, various definitions of 
cognitive style are considered and the definition of cognitive style adopted in this study is 
described. The emergence of cognitive style which includes three key models of cognitive 
style: Adaption-Innovation (Kirton, 1976), Wholist-Analytical/Verbaliser-Imager (Riding, 
1991) and Intuition and Analysis (Allinson and Hayes, 1996) are described. The discussion 
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in this chapter moves on to dimensions and measurements available for assessing cognitive 
style that emphasizes Allinson and Hayes‟ (1996) Intuition and Analysis. This chapter also 
reviews the link to various studies of cognitive style and leadership. 
 
Chapter 4 provides the research design. The first half provides the research need, the 
Malaysian cultural perspective and the philosophical underpinnings the research which 
include mixed methods and pragmatic pluralism explanation and defines in details the 
research aims, objectives and research questions to be addressed by the design. The second 
half evaluates the research design and methodologies that clarifies why the present study 
takes a pragmatic pluralist stance, employs both quantitative and qualitative approaches, 
follows a survey strategy, and uses interviews, paper-based and web–based questionnaires. 
Details of the methods used however, are covered separately in Chapter 5.  
 
Chapter 5 provides the specific methods, techniques and tools used to carry out the 
multi-method study. This chapter also emphasizes ethical considerations in conducting the 
research. It outlines a number of participants, pilot study, instrumentation, procedures and 
data analyses for the questionnaires survey study that was devised to explore leadership 
effectiveness by examining the relationship between leadership approaches 
(transformational and transactional) and cognitive style (analysis and intuition) from both 
followers and leaders‟ perceptions. It also outlines the design of semi-structured interviews 
and analytical techniques that is devised to enrich and support the findings by elucidating 
those specific leadership approaches (transformational and transactional) and cognitive 
style (analysis and intuition) in the study. 
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Chapter 6 presents the results and analyses from questionnaires surveys from both 
followers‟ and leaders‟ samples in the Malaysian GLCs according to the first three research 
questions. The chapter is divided into three different parts in accordance to the instruments 
section used namely MLQ, CSI, and LEQ. For each part, descriptive and reliability analyses 
are first described. Secondly, the structure of the data gathered with different measuring 
instruments is examined through exploratory factor analysis. Thirdly, the relationship 
between the different variables is investigated through univariate analyses of variance and 
general linear modelling. The chapter also compares between followers and leaders result 
based on MLQ by using Independent Samples t-test. It then moves on to compare between 
followers and leaders results based on CSI, and followed by comparison between followers 
and leaders based on LEQ. This chapter also presents the discussion following the data 
analyses. 
 
Chapter 7 looks at the relationship between the three constructs and comparing the 
results between followers and leaders. Firstly, the chapter begins by outlining the specified 
research questions and presents the results of correlation analyses between MLQ and CSI for 
followers and leaders. It then moves on to present the results of correlation analyses between 
MLQ and LEQ for followers and leaders followed by correlation analyses of CSI and LEQ 
for followers and leaders. Multiple Regression Analyses were used in order to examine the 
relationship between two or more independent variables and a dependent variable. 
Discussions of research questions are presented after the analyses and the chapter concludes 
by summarising its output. 
 
Chapter 8 reports the results of content analyses and template analyses from semi-
structured interviews with those in leadership positions (Vice Presidents and General 
Managers) in Malaysian GLCs. The chapter begins by outlining the demographic data of the 
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informants. The results of interviews are presented in the order discussed namely: 
Leadership Effectiveness followed by Full Range Leadership Approaches and Cognitive 
Style.  Section 8.7 provides a discussion of the second six research questions detailed in 
Chapter 4, Section 4.5.1.  
 
Chapter 9 provides an overall conclusion of the present research. It summarises the 
research processes and outcomes in relation to the specified research questions. The chapter 
then moves on to describe the implications of the present study (Section 9.4) which is 
followed by the research contributions (Section 9.5). Limitations of the study are presented 
in Section 9.6 followed by recommendations for future research (Section 9.7). Concluding 
remarks and a proposed conceptual framework is outlined at the end of the chapter.  
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CHAPTER 2 
LITERATURE REVIEW ON LEADERSHIP EFFECTIVENESS AND 
FOLLOWERSHIP 
Figure 2.1 Thesis Topic Chain 
 
 
 
 
 
 
 
2.1 INTRODUCTION 
The purpose of this chapter is to review literature pertinent to the present 
investigation in order to place the focus areas of this study - leadership effectiveness, 
transformational and transactional leadership approaches and followership – into their 
historical and theoretical context, and to trace relations between these areas. In doing so, 
various definitions of leadership and leadership effectiveness are considered and the 
perspective taken is described (Section 2.2). Research on various leadership theories 
and the emergence of various approaches is then discussed, with brief consideration of 
historical perspectives in order to contextualize this research within the range of this 
current research (Section 2.3). This research concerns itself with Bass and Avolio‟s 
(1995) full range leadership model, which outlines explicitly transformational and 
transactional leadership approaches that are characterised as contemporary leadership 
approaches, and explores how these relate to effectiveness (Section 2.4). The reviews 
then turn to discuss how followership is taken into account in the full range leadership 
theories and how it affects leadership effectiveness (Section 2.5). Finally, Malaysian 
cultural perspectives also described (Section 2.6). A summary is provided at the end 
(Section 2.7) 
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2.2 DEFINITIONS OF LEADERSHIP AND LEADERSHIP  
EFFECTIVENESS 
 
“There are almost as many different definitions of leadership as there are persons who 
have attempted to define the concept (Stogdill, 1974: 259). 
 
According to Burns (1978: 2) “leadership is one of the most observed and least 
understood phenomena on earth”. As leadership has a long, rich history in management, 
it is also among the most researched topics in organisational behaviour and one of the 
least understood social processes in organisations (Avolio, 2002). According to Bass 
(1990) a universal agreed definition of leadership still remains elusive. Leadership 
effectiveness on the other hand also appears to be a significant term in the leadership 
study area (Fiedler, 1981; Yukl, 1998; Yukl, 2002). The term leadership effectiveness 
seems to be an important part of today‟s organisations although a lot of people have 
tried to define leadership or even effectiveness but it seems no one have succeeded to 
provide an accepted solution.  
 
The difficulties of defining leadership was illustrated by Stogdill (1974) who 
suggested “there are almost as many different definitions of leadership as there are 
persons who have attempted to define the concept”. Northouse (2001) also highlighted 
leadership as an ill-defined phenomenon. He however did clearly differentiate between 
the leader and leadership. The former is a position; the latter is a process. Fisher (1985) 
writes, “Leadership is probably the most written about social phenomenon of all time”, 
and it is still not well understood due to its complexity. Despite the differences, 
according to Popper and Lipshitz (1993: 24) leadership is “a complex task in which the 
outcomes are often neither immediate nor concrete”. According to Nahavandi (2009), 
the various definitions of leadership share three common elements: 1) group 
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phenomenon; 2) goal directed; and 3) some form of hierarchy within a group. Mixing 
this aspect of leadership is the difficulty in determining cause and effect relationship 
between leadership actions and effectiveness. However, the basic notion of leadership 
as influencing others is reflected in the following definitions: 
Leadership is “a process of guiding and directing the behaviour of people in the 
work environment” (Nelson & Quick 2006: 214). 
 
Leadership is “the ability of an individual to influence, motivate and enable 
others to contribute toward the effectiveness and success of the organizations of 
which they are members’’ (House et al., 1999: 184). 
 
Leadership is “the process of persuasion or example by which an individual (or 
leadership team) induces a group to pursue objectives held by the leader or 
shared by the leader and his or her followers” (Gardner, 1990: 1). 
  
Leadership as “leaders inducing followers to act for certain goals that represent 
the values and the motivations – the wants and needs, the aspirations and 
expectations – of both leaders and followers” (Burns, 1978: 19). 
 
Leadership “is a process whereby an individual influences a group of 
individuals to achieve a common goal” (Northouse, 2001: 3). 
 
Leadership is “the process of influencing others to understand and agree about 
what needs to be done and how it can be done effectively, and the process of 
facilitating individual and collective efforts to accomplish the shared objectives” 
(Yukl, 2002: 7). 
 
Overall, these definitions emphasize two major elements; relational concept and 
the processes of inducing others to take actions towards a common goal (Locke, 1991). 
Leadership is only valid when there are leaders and followers. This requires leaders to 
inspire the followers to perform up to the maximum levels of performance in order to 
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achieve the organisational goal or perceived effectiveness (Yukl, 2002). According to 
Rost (1993) the essence of leadership is not the leader, but the relationship between the 
leader and the follower. Leadership then is not about what leaders do or perform, rather 
it is about what leaders and followers do and perform together. Active participation by 
both leaders and followers is necessary for the organisation to complete its goals and 
mission (Catano, Pond, & Kelloway, 2001). Therefore the definition of leadership in the 
present study should include the follower‟s element in terms of their perception as it is 
essential to explore leadership effectiveness. Hence, the definition for this study which 
can be developed here is that: 
“Leadership is a form of persuasion of others which involves followers’ 
perceptions, support and participation in order to accomplish a common 
purpose and vision of the organisation”.  
 
Leadership in this sense always involves attempts on the part of a leader 
(influencer) to persuade (influence) the thinking, feeling or behaviour of the follower in 
a very specific situation and at a very specific venue (which in this research context is 
the organisation). Leaders who accomplish the shared mission and realise the vision of 
the organisation with support and participation from the followers will be assessed as to 
be more effective. 
 
2.2.1 Leadership Effectiveness 
As there are many definitions of leadership, the conceptions of leadership 
effectiveness also vary from one writer to another. Given these various conceptions of 
leader effectiveness Yukl (2002) suggested that multiple criteria should be considered to 
deal with these complexities and the different preferences of various stakeholders when 
evaluating leader effectiveness. One element of effective leadership is the ability of the 
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leader to manage an ongoing process of developing and communicating goals, gain 
participation, support and commitment of others to attain these professional and 
organisational goals. In addition, Burnes (1996: 12) wrote that most of the leadership 
theories, whether implicitly or explicitly, state that effectiveness is defined by the extent 
to which managers adopt their „one best way‟. In a contradictory view, Nahavandi 
(2009:5) commented „...leadership effectiveness depends on the point of view of the 
person who is evaluating the leader.‟ Nevertheless it is important to discover of how 
other researchers and theorists perceived leadership effectiveness, along with the term 
leadership itself. One attempt to cut through the idea that effectiveness is defined by, 
adherence to a particular approach or theory, or lies solely in the eye of the beholder has 
been shared by Burnes (1998: 101) by defining effectiveness as “..the ability or power 
to have a desired effect...” which means that effective leader is one who can achieve 
what expected of them. Consequently, the question might be what the term 
effectiveness brings and how it is measured whether to the leaders or even to the 
followers.  
 
Cameron and Whetten (1983) contended that effectiveness must be defined and 
assessed from someone‟s viewpoint, and that viewpoint must be explicit. Conger and 
Kanungo (1998: 39) assert that measurement of leadership effectiveness should be 
based on “the degree to which a leader promotes (1) instrumental attitudes and 
behaviors that encourage the achievement of group activities, (2) followers‟ satisfaction 
with the task and content within which they operate, and (3) followers‟ acceptance of 
their leader‟s influence”. Clement and Rickard (1992) stated that three types of 
attributes and related to personal qualities emerged as contributors to leadership 
effectiveness namely integrity, commitment and tenacity. Yukl (2002: 8) stated “the 
most commonly used measure of leadership effectiveness is the extent to which the 
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leader‟s organizational unit performs its task successfully and attain its goals”. 
Additionally, the attitude followers displayed toward the leader and the perception of 
the leader‟s contribution to the quality of the group processes were other common 
indicators of leadership effectiveness (Yukl, 2002).  
 
Apparently, there are several measurements and indications of leadership 
effectiveness. Since there are so many alternative measures of effectiveness, it is 
difficult to evaluate how effective a leader really is. In addition, people have different 
values and perceive effectiveness in different way, and therefore there are several 
factors that need to be taken into consideration when defining leadership effectiveness. 
Multiple definitions of leadership, as well as leadership effectiveness, help us to 
broaden our perspectives and enlarge the capacity of investigation. Whenever assessing 
leadership effectiveness, the construct of effectiveness must be bounded by the context 
of leadership being assessed and viewed from the perspective of the achievement of 
organisational and professional goals and processes. 
 
Consistent with Yukl‟s (2002) definition and indicators of  leadership 
effectiveness, leadership is viewed as a key determinant of leadership effectiveness, but 
the causal effects of leaders and followers perceptions and how organisational goals is 
achieved and the contribution of the leader to the quality of group process that 
ultimately determine effectiveness are rarely described in any detail. All of this 
emphasises the importance of the followers‟ role to leadership effectiveness. 
Consequently, leadership effectiveness is explored here in the framework of three 
indicators which imply different sources of assessment (e.g. groups, followers, and 
leaders) developed through a synthesis of literature and proposed by Yukl (2002).  
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He proposed three types of leadership effectiveness indicators: (a) „the extent to 
which a leader‟s organizational unit performs its task successfully and attains its goals‟ 
(Yukl, 2002: 8), (b) the attitude of followers towards the leader, and (c) the contribution 
of the leader to the quality of group processes. These three indicators are 
operationalised as follows: 
i) Leaders who perform their task successfully by achieving professional and 
organizational goals which includes job performance (Locke, 1984) leader‟s 
support and commitment (Likert, 1961), goal efficacy and goal rationale (Locke, 
1990; Locke, 1984), achieving profits (Yukl, 2002). 
ii) The attitude of followers towards the leader consists of participation, support 
and guidance (Chen & Tjosvold, 2005), commitment (Allen & Meyer, 1990), 
quality of worklife (Winter & Sarross, 2000). 
iii) The contribution of the leader to the quality of group process includes treatment 
and welfare of group members, participation and decision making of team group 
process members (Bass & Avolio, 1985; Yukl, 2002). 
 
2.2.2 Leadership versus Management 
 
A great deal of effort has been used and aimed to differentiate between 
leadership and management. Most scholars have clearly mentioned that there is a 
profound difference between leadership and management. Regardless of the difficulty in 
identifying what managers do or how they should do it, there has been a long-held 
belief that the major factors which distinguishes successful organisations from their less 
successful counterparts is the presence of dynamic and effective leadership. The most 
conventional popular opinion is from Bennis and Nanus (1985: 21), as they noted 
“Managers are people who do things right and leaders are people who do the right 
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thing”. The formal leader (manager) is responsible for results in accordance with 
organisational goals (for effectiveness), but the leader can only achieve this through the 
efforts of subordinates and the actions of other people. No leader or manager can 
achieve the goals of the organisation by their own efforts alone. This difference may be 
explained as activities of vision and judgment such as effectiveness versus the activities 
of mastering routines such as efficiency (Bennis and Nanus, 1985).  
 
The following definition by Nicholls (1987: 21) of the two concepts captures 
these differences. “Management can get things done through others by the traditional 
activities of planning, organizing, monitoring, and controlling – without worrying too 
much what goes on inside people’s heads. Leadership, by contrast, is vitally concerned 
with what people are thinking and feeling and how they are to be linked to the 
environment to the entity and to the job/task”  
 
Some examples of how researchers differentiate between leadership and 
management are listed in Table 2.1. While researchers argue for the differences of these 
two terminologies, the terms are nonetheless related to each other. For example, 
transformational leadership and transactional leadership have been linked to leadership 
and management respectively (Bass, 1985). In their argument, Bass (1990), Hickman 
(1990), and Rost (1991) emphasize that although leading and managing are different 
processes, leaders and managers are normally the same person. In fact, Mintzberg 
(1973) illustrates leadership as one of ten managerial roles. 
 
Bass (1985) gave a specific example of the tendency to link one set of terms or 
concepts with another when explaining transformational and transactional leadership by 
comparing these dimensions with leadership and management. In doing so, Bass (1985) 
used the term Parallel Structures and showed the relationship between his descriptions 
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of transformational and transactional leadership and Zaleznik‟s (1977) descriptions of 
leadership and management. 
 
Table 2.1 Leadership versus Management Descriptions 
Researcher (s) Leaders Managers 
Zaleznik (1977) seek to develop new goals and 
align organizations, proactive, 
develop fresh ideas, seek out 
opportunities, concerned with 
ideas, relates to people in intuitive 
ways, are able to intensify 
individual motivation, attract 
strong feeling of identity 
have a narrow purpose and try to 
maintain order, stabilize work, and 
organize resources, reactive, 
emphasis on rationality and 
control, focus on strategy and 
decision making, planning, 
rewarding, and punishment, 
communicates to subordinates 
indirectly 
 
Bennis & Nanus 
(1985) 
Are people who do the right 
things, innovative, original 
thinking, originates challenging, 
inspires trust 
are people who do things right, 
administers, copies, focuses on 
systems and structure, relies on 
control 
 
Kotter (1990) produce standards, consistency, 
predictability, and order, coping 
with change, setting a direction, 
motivating and inspiring 
produce the potential for dramatic 
change, chaos, and even failure, 
coping with complexity, 
organizing, planning, controlling 
and staffing 
 
Gardner (1990) concerned with thinking longer 
term, developing an 
organizational vision, reaching 
longer-term goals and values, and 
motivating others 
individual who holds a directive 
post in an organization, a person 
who organizes functions, allocates 
resources, and makes the best use 
of people 
 
Eicher (1998)  guiding others and the 
organization, personally 
developing others, promoting 
opportunities for growth, being 
future oriented 
administering rules and policies, 
reinforcing performance, 
demonstrating and clarifying 
expectations, setting standards of 
performance 
 
Nebeker & 
Tatum (2002) 
is anticipating of the 
organizational needs and long 
term future 
is continually planning, organizing, 
supervising, and controlling 
resources to achieve organizational 
goals 
Nahavandi 
(2009) 
Focus on the future, Create 
change, create a culture based on 
shared values, establish an 
emotional link with followers 
and, use personal power 
Focus the present, maintain status 
quo and stability, implement 
policies and procedures, and use 
the power of their position 
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However, Yukl (2002) in his writing about these terminologies debate noted that 
“leader, manager, and boss are used interchangeably to indicate people who occupy 
positions in which they are expected to perform the leadership role” (p. 8). In addition, 
Hunt (2004) claim that it is hard to differentiate these two concepts as sharply as the 
definitions. Although, there is a continuing controversy about the difference between 
leadership and management, Nahavandi (2009) seen management and leadership are as 
being distinctly different activities. In his comments, Nahavandi (2009: 10) wrote: 
Whereas leaders have long-term and future-oriented perspectives and provide a 
vision for their followers that looks beyond their immediate surroundings, 
managers have short-term perspectives and focus on routine issues within their 
own immediate departments or groups. 
  
This present study, however employs the term „leader‟, „manager‟ or „boss‟ as 
being equivalent as suggested by Yukl (2002) that indicate people who occupy positions 
in which they are expected to show formal or managerial leadership responsibility.  
 
2.3 CLASSICAL LEADERSHIP APPROACHES 
The attraction of leadership as a subject of research has created a vast literature 
(Yukl, 2002). This section will discuss assessment of theories and empirical research on 
classical leadership approaches and how it related to leadership effectiveness. It is 
helpful to classify the critiques of the theories and empirical research as done by 
Bryman (1992) into the following three approaches: trait, behavioural and situational-
contingency. 
 
2.3.1 Trait Approach to leadership effectiveness 
The earliest and the most popular theory of leadership were the trait theories, 
which tried to identify a set of traits that leaders have in common. The studies were 
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based on the idea that leaders were born, not made. Early studies of leadership tried to 
identify what physical attributes (height, weight, physique, energy, health, appearance 
and even age), or personality characteristics (originality, adaptability, introversion-
extroversion, dominance, self-confidence, integrity, conviction, mood optimism and 
emotional control) and abilities (social skills, intelligence, scholarship, speech fluency, 
cooperativeness and insight) of the leaders.  
 
The first trend correlated leadership with the attributes of great leaders. 
Leadership was attributed to the supposedly innate qualities with which a person is born 
(Bernard, 1926). It was believed that if the traits that differentiated leaders from 
followers could be identified, successful leaders could be quickly assessed and put into 
positions of leadership. Researchers examined personality, physical, and mental 
characteristics and the key to success was simply in identifying those people who were 
born to be great leaders.  The traits literature has provided scores of studies examining 
different traits and characteristics, and the list of terms defining these traits seems 
endless (see Bass, 1990; Burke & Day, 1986; Goldstein, 1992). 
 
Until the late 1940s, research attention to the issue of “leadership emergence” 
and “leadership effectiveness” was focusing on the internal state of leaders (Chemers, 
1995: 83). Attempts were made to explain leadership by concentrating on leaders‟ 
natural characteristics and ability such as persuasiveness, bountiful energy and good 
memory (Steers, Porter, & Bigley, 1996). An underlying premise on leadership 
effectiveness research during this time was that a leader “occupies a position of 
responsibility” in a group (Stogdill, 1948: 64). Also during this time, discoveries were 
being made at the hands of men perceived to be of greatness and worthy of celebration. 
Therefore there was significant interest in the characteristics of leaders as perceived by 
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rank-and-file people (Stogdill, 1948). Given the assumptions that superior qualities 
separated leaders from followers, researchers then began to focus on identifying those 
qualities, which ultimately led to the introduction of trait theories of leadership. 
 
Researchers have examined several traits (especially personality) and their 
relationship to leader effectiveness. Although the names given to the traits were varying 
across studies, the results have been reasonably stable. Yukl (2002) has condensed the 
traits research findings into most relevant categories related to leader effectiveness. 
These categories include: 1) self-confidence, 2) internal locus of control, 3) need for 
achievement, 4) emotional maturity, 5) need for power, 6) energy and stress tolerance, 
and 7) need for affiliation. 
 
Though much research was done to identify the traits and leader effectiveness 
(see Bentz, 1987; Lord, Devader & Alligers, 1986; Tett, Jackson & Rothstein, 1991), 
researchers were unable to find traits that were consistently associated with great 
leadership. Hundreds of trait studies were conducted during the 1930s and 1940s, 
however this enormous research effort failed to find any ultimate traits that would 
guarantee leadership effectiveness. 
 
Researchers such as Smith and Krueger (1933), and Jenkins (1947) all explained 
leadership in terms of traits of personality and characteristics. In 1948, Ralph Stogdill 
conducted a milestone study of more than 120 trait studies and concluded his finding as 
“discernable reliability or coherent patterns existed” (Stogdill, Wren ed., 1995: 84). This 
conclusion convinced later researcher that trait alone were not enough to adequately 
define and explain the concept of leadership effectiveness.  
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2.3.2 Behavioural Approach to leadership effectiveness 
Following the trait theories, behavioural theories were developed, proposing that 
it is leader behaviours, not traits that count (Conger & Kanungo, 1998). Disappointment 
with the trait approach paved the way to alternative paradigms, which is leader‟s 
behaviour. Stogdill (1948) commented that limited uniformity and an absence of any 
pattern of characteristics resulted from the trait study efforts. He suggested that 
increased attention to behavioural patterns was needed to better understand leadership 
and its complexities as he mentioned “the findings suggest that leadership is not a 
matter of passive status; or of the mere possession of some combination of traits” 
(Stogdill, 1948: 66).  
 
Since trait research had resulted in general disappointment at the absence of a 
definitive list of traits crucial to effective leadership, a new research focus was needed. 
That focus moved from research for support of trait theory to examination of leader 
behaviour (Chemers, 1995), style (Northouse, 2001), and attitude (Hersey, Blanchard, 
& Johnson, 2001). While the trait approach was used to determine how leaders and non-
leaders differed in terms of personal characteristics, the behavioural approach found 
researchers considering “what leaders do and how they act” and thereby “expanded the 
study of leadership to include the actions of leaders toward subordinates” (Northouse, 
2001: 35). Specific traits differentiated the leader from followers; however the presence 
of these traits did not guarantee effectiveness (Bensimonn, Neumann, & Birnbaum, 
1989). Therefore, the behavioural approach examined the relationship between specific 
behaviours and measures of leadership effectiveness (Yukl, 2002). Three theories have 
been introduced from the early 1950s until the late 1960s as the foundation of many 
modern behavioural leadership theories: the Lewin, Lippitt and White (1939) studies; 
the Ohio State studies (1942) and the Michigan studies (1950).  
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According to Yukl (2002), over the last 40 years behavioural leadership studies 
have been heavily influenced by the famous Ohio State and University of Michigan 
research. Kurt Lewin (1935) and his disciples identified three basic leadership styles: 
autocratic, democratic and laissez-faire. The leadership research programme at Ohio 
State University (Stogdill, 1974) suggested that there were two important underlying 
dimensions of leader behaviour, which were labelled as initiating structure and 
consideration. Hemphil (1949) and his associates are credited with being the first to 
investigate such behaviours. Fleishman and Harris (1962: 43-44) defined consideration 
and initiating structure as follows: 
Consideration: Includes behaviour indicating respect, mutual trust and a certain 
rapport between the supervisor and his group. This dimension appears to emphasize a 
deeper concern for group members‟ needs and includes behaviour such as allowing 
followers to take part in decision making and encouraging more two-way 
communication. 
Initiating structure: Includes behaviour in which the supervisor organizes and 
defines group activities and his relation to the group. Thus he defines the role he expects 
each member to assume, assign tasks, plans ahead, establishes ways of getting things 
done, and pushes for production. This dimension seems to emphasize overt attempts to 
achieve organization goals.  
 
This separating of leadership behaviours into two distinct dimensions marked 
the beginning of a continuing effort to describe leadership behaviours as a phenomenon. 
According to Yukl (2002) these two dimensions were found to be relatively 
independent, which means some leaders are rated high on consideration and low on 
initiating structure or vice versa.  
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Meanwhile, another study of leadership in particular differentiated between 
effective and ineffective leaders, developed by the University of Michigan (Stogdill, 
1974) focused on the identification of leaders‟ behaviour towards small group and 
measures of group performance which suggested three types of leadership; employee 
oriented (interpersonal relations and employee needs), production oriented (production 
and technical aspects of a job), and participative leadership (leader‟s willingness to 
accept input from followers during decision making). In employee oriented behaviour, 
effective leaders were also more supportive, considerate and showing appreciation for 
followers‟ ideas and contributions. In fact, for effective leaders, production oriented 
behaviour “did not occur at the expense of concern for human relations” (Yukl, 2002: 
53). In contrary, for production oriented behaviour effective leaders did not spend their 
time and effort doing the same kind of task as their followers. Instead effective leaders 
concentrated more on production oriented functions such as planning and coordinating 
followers‟ task. 
 
Basically, the “production oriented” behaviours in the Michigan studies appear 
similar to the behaviours named “initiating structure” in the Ohio State leadership 
studies; while “employee oriented” behaviours in the Michigan studies appear similar to 
the behaviours named “consideration” in the Ohio State leadership studies. Unlike the 
Ohio State studies, the initial version of the Michigan studies conceptualised the two 
dimensions as opposite ends of a single continuum; however as more studies conducted, 
they were re-conceptualised as two independent dimensions (Yukl, 2002). 
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Another leadership study conducted at the University of Michigan was developed by 
Likert (1961) who identified four systems (or style) of leadership namely:  
1) Exploitative autocratic- The leader has no trust or confidence in followers, not even 
try to get ideas from followers especially on work problems.  
2) Benevolent autocratic- The leader has some confidence or trust in followers. 
Occasionally the leader will seek ideas from followers especially on work problems.  
3) Participative- The leader has significant trust and confidence in followers. 
However, the leader still ultimately control decision making but frequently seeks the 
opinion from followers.  
4) Democratic- The leader has full trust and confidence in followers in all areas 
associated with work activities. The leader also actively seeks the opinion from 
followers.  
Likert (1961) in his findings claims that effective leaders are those who employ whether 
participative or democratic approaches. 
 
In another quest for leadership effectiveness review from the perspectives of 
behavioural approach, Blake and Mouton (1964) developed „The Managerial Grid‟ on 
the idea that differences in leadership approach are a function of two independent 
factors: Concern for people and Concern for production. The work was similar to the 
Ohio State University studies; however Blake and Mouton produced a more systematic 
approach to the identification of 81 possible positions of generic styles to locate leaders‟ 
behaviour.  After revision, Blake and Mccanse (1991) came up with „The Leadership 
Grid‟ which looking at the five leadership style within the positions in the grid: Team 
management (9,9), Country club management (1,9), Authority-compliance management 
(9,1), Impoverished management (1,1), and Middle of the road management (5,5) as the 
middle of the grid. They conclude that the team management (9,9) considers as the most 
effective form of leadership behaviour, which they argue the leader at this position 
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equally very high concern for both people and production which results in high 
followers‟ morale and increases performance (Blake & Mouton, 1964). 
 
Generally, although these classical behavioural approaches to leadership 
effectiveness remain popular today and well conceptualised, research reviews have 
highlighted several limitations compared to the traits approach. Firstly, the behavioural 
approach failed to find universally accepted behaviours that could be effective in all 
situations (Yukl, 2002). In their work, Hersey et al., (2001: 94-95) commented “no 
dominant style appears. Instead, various combinations are evident” Continued research 
efforts to identify the best leadership style, attitude, or behaviour proved to be 
inconclusive (Chemers, 1995; Hersey et al., 2001.; Northouse, 2001). Secondly, another 
potential shortcoming of broadly defined categories of behaviour such as consideration 
and initiating structure is that they can mask subtle differences in the behaviours 
important for leader effectiveness. In fact these behaviours were much about 
transactional and not much transformational involved. Without adequately exploring the 
variance accounted for by specific leader behaviours, it is difficult to accurately 
pinpoint which behaviours account for variance in leadership effectiveness in any given 
situation (Bryman, 1992). The only convincing finding from behavioural studies is that 
leader who shows people concern and give morale support have followers who are more 
satisfied, however apart from this Yukl (2002: 75) commented “results from this 
massive research effort have been mostly weak and inconclusive”. 
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2.3.3 Situational-Contingency Approach to leadership effectiveness 
A third historical time period commonly used to characterize leadership 
research, according to Chemers (1995) is known as the contingency approach. From the 
late 1960s to the early 1980s, the Contingency approach was advanced as the most 
effective leadership model. Contingency “suggests that a leader‟s effectiveness depends 
on how well the leader‟s style fits the context” of the situation (Northouse, 2001: 75). 
Hersey et al. (2001) and Northouse (2001) interpreted the leadership research at this 
time to be situational in approach. As noted by Chemers and Rice (1973), the 
contingency model evolved from Fiedler‟s (1964) research. He identified three 
situational variables important to this approach: 1) the interpersonal relations between 
the leader and follower; 2) the ambiguity of the work group‟s task and goals; 3) the 
leader‟s ability to reward and punish. The research continues to the current day and 
most of the contemporary leadership theories undertaken during this time concentrated 
attention to the idea that followers and group members have specific and integral roles 
in the leadership process.  
 
Research on leadership during the contingency or situational approach time 
period typically resulted in development of models which served as frameworks to 
better understand the phenomenon of leadership. Many leadership research 
undertakings took new dimensions and situational variables into account for the first 
time. One such collection of research sought to determine how the situational factors of 
relationship between the leader and members, structure level of tasks, and positional 
power affected leadership decision-making choice (Ayman, Chemers, & Fielder, 1997; 
Chemers, 1995; Hersey et al., 2001; Northouse, 2001). Contingency theories, on the 
other hand, involve the belief that leadership style must be appropriate for the particular 
situation. It is something like, an „if-then‟ theory by nature (Fiedler, 1967). There are 
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four traditionally examined theories behind this theory: Fiedler‟s (1964; 1967) 
contingency theory, path-goal theory, normative decision theory and situational 
leadership theory.  
 
Fiedler‟s (1964) contingency theory of leadership proposes the fit between the 
leader‟s need structure and the favourableness of the leader‟s situation that determine 
the team effectiveness in work accomplishment. Leaders are assumed as whether task 
oriented or relation oriented, depending upon how the leaders obtain their primary need 
gratification. This approach emphasizes the effect of situational factors on leader 
behaviour (Bass, 1965; Fiedler, 1967; Frederick, 1998). In another review of more than 
25 top management and leadership studies, Korman (1966) points out that no one 
leadership approach by itself, could identify or predict leadership effectiveness because 
situations change. It is aligned with Hersey and Blanchard, Wren ed., (1995: 148) who 
concluded “this suggests that since situations change, so must leadership styles and 
approaches”. 
 
The situational approach to understanding leaders and their actions focuses on 
several factors. One such factor is the nature of work in an organisation. Another 
closely related factor is the particular circumstances and pressures, internal and/or 
external, which are occurring at any one particular time. A third factor would, involve 
the “characteristics of followers” (Yukl, 1998: 13). An example of this approach is 
situational leadership theory popularized by Hersey and Blanchard (1988), suggested 
that leader effectiveness is determined by the follower‟s maturity as well as the 
difficulty or complexity of the task assigned. However, studies have offered mixed 
support for this theory (Vecchio, 1987; Norris & Vecchio, 1992), indicating that 
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especially with followers indicating high levels of maturity, the approach appears 
unable to predict leadership effectiveness. 
 
The two behaviours (style) categories examined in the Situational Leadership 
model by Hersey and Blanchard (1988) are task (directive) and relationship 
(supportive). To be effective, a leader must adapt his style to a particular aspect of the 
situation, the readiness level of the follower. However, Hersey and Blanchard (1988) 
found that the effectiveness of these two behaviours depended on the leader remaining 
sensitive to the follower‟s readiness. Later revisions of the model transformed readiness 
to development. In their study, they discovered that certain combinations of task and 
relationship behaviour were more effective in certain situations. The situational 
characteristic that these behaviours were contingent on was maturity level, now called 
development level of the follower. 
 
The critique found from this approach is many of these environmental 
characteristics constantly and simultaneously affect a leader, as the leader is constantly 
influencing many of these variables (Barrow, 1976). However, due to the complexity of 
the situation, a comprehensive theory of leadership effectiveness has yet to emerge. 
This theory failed to explain why leaders with certain leadership styles were more 
effective in some situations than others. Although these theories seem appealing but 
empirically contradictory and need further study (Cairns, Hollenbeck, Preziosi & Snow, 
1998; Chen & Silverthorne, 2005).  
 
Overall, there is some disagreement in the literature regarding leadership 
effectiveness. The traditional leadership approaches emphasized personality, behaviours 
and cultural setting as determinants of leadership effectiveness (Stogdill, 1974; Hersey, 
1982; Blake & Mouton, 1964), whereas some contemporary leadership approaches 
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emphasize inspirational and visionary aspects of leadership (Bass, 1985; Bass & 
Avoilo, 1990; Bryman, 1992). The new leadership theory which was coined by Bryman 
(1992) then appeared as the main stream in the contemporary leadership studies. The 
contemporary leadership approaches will be elaborated explicitly in the following 
subheadings to give clear perspectives on leadership effectiveness and how the latter 
transformational and transactional leadership studies emerge. 
 
2.4 CONTEMPORARY LEADERSHIP APPROACHES 
Bryman (1992) was coining the term „New Leadership‟ which categorises a 
number of theories under this contemporary leadership paradigm such as „charismatic 
leadership theory‟ (e.g. Conger & Kanungo, 1998), „transformational leadership theory 
(e.g. Burns, 1978; Bass, 1985; Bass & Avolio, 1990), and „visionary leadership‟ 
(Westley & Mintzberg, 1989). It seems that „charismatic‟ or „transformational‟ 
leadership theories have received a great attention since the 1980s. Occasionally, 
theorist or researcher in leadership studies will include more than one type of leadership 
variable, as it is referred as an integrative approach. For instance the uses of 
transformational and transactional leadership approach with consideration that effective 
leaders often demonstrate a combination of the two (Avolio & Bass, 1991).  
 
According to Burns (1978), transactional leadership is the “traditional form of 
leadership” in the context of organisations, which “involves leader-subordinate 
exchange relations in which the subordinates receives some reward related to lower 
order needs in return for compliance with the leader‟s expectations” (Doherty & 
Danylchuk, 1996: 292). On the other hand, transformational leadership will motivate 
followers to pursue higher-order goals by transforming commitment to higher ideals and 
values instead of self-interests in order to benefit the organisation (Doherty & 
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Danylchuk, 1996; Yukl, 1989). Therefore the critical task here is to differentiate 
between these two approaches which will be described in the following sections.  
 
2.4.1 Transformational  Leadership Approaches 
According to Yukl (2002) transformational leadership has been broadly defined 
by many researchers to include almost any type of effective leadership, regardless of the 
underlying processes. Rouche, Baker & Rose (1989) defined transformational 
leadership in terms of the ability of a leader to influence the values, attitudes, beliefs, 
and behaviours of others by working with and through them in order to accomplish the 
organisation‟s mission and vision. Yukl (2002: 253) defined transformational leadership 
as “the process of influencing major changes in the attitudes and assumptions of 
organization members and building commitment for the organization's mission or 
objectives''. Transformational leadership approaches are those that instil followers with 
the personal desire to achieve goals.  
This section addresses the concept of transformational leadership as it was 
identified by Burns (1978) and extended by Bass (1985), and reviews studies that have 
tested the constructs associated with transformational leadership and describes further 
the components of transformational leadership. Bass (1985, 1990) has extended the 
concept of transformational leadership. In his later research, Bass (1998: 5) also 
identified particular constructs associated with leadership that when utilized “inspire the 
follower with challenge and persuasion providing meaning and understanding 
expanding the followers‟ use of their abilities”. These components of transformational 
leadership include idealized influence, individualized consideration, inspirational 
motivation and intellectual stimulation (Bass, 2000). 
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Idealised Influence 
The first, idealised influence is an approach that encourages followers to use 
their leaders as role models (Sarros & Santora, 2001). This approach also identified in 
leaders who behave in a manner that causes followers to want to emulate their leader 
(Avolio & Bass, 2002). Another term used to describe this character of leadership is 
charisma. Bass (1985) expanded the meaning of charisma by eliminating the 
transcendent quality and trait-centred approach and define charismatic leader (one who 
exhibits idealized influence) as behaving in a constant manner guided by high moral 
principles. Bass (1999) emphasized that transformational leaders are more able to avoid 
crises by proactive behaviours and emphasis on continuous improvement. At the core of 
this idealized influence in transformational leadership is characterized by providing 
vision, and a sense of mission, instilling pride in people in order to gain respect and 
trust.  
 
Inspirational Motivation  
This is the approach that leader acts in ways that motivate and inspire followers, 
which seeks to raise the followers‟ consciousness about the organization‟s mission and 
vision. Although Bass (1999) has indicated these constructs differ conceptually, they 
have on occasion appeared to be related. Apart from encouraging followers to complete 
a task, the leader who demonstrates inspirational motivation normally combines it with 
challenge to achieve increasingly higher level of performance especially when 
communicating an organizational vision (Sarros & Santora, 2001; Humphreys & 
Einstein, 2003).  At the core of this inspirational motivation in transformational 
leadership is characterized by organisational vision, encouraging followers, autonomy 
and working together with followers (Avolio & Bass, 2002).  
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Intellectual Stimulation  
  A leader who demonstrates intellectual stimulation provides followers with a 
flow of challenging ideas, encourage creativity and novel approaches that results in 
followers conceptualizing and understanding problems in a different manner (Bass, 
1999; Sarros & Santora, 2001; Humphreys & Einstein, 2003). An intellectually 
stimulating leader is aiming to show followers new perspective of looking at old 
problems (Avolio, Waldman, & Einstein, 1988). The key elements of intellectual 
stimulation are problem solving ability. At the core of this intellectual stimulation in 
transformational leadership is characterized by creativity, problem solving, decision-
making, supporting and involvement (Avolio & Bass, 2002).  
 
Individualised Consideration 
  A leader who demonstrates individualised consideration recognizes and values 
diversity while providing followers with opportunities for learning and development 
(Bass & Riggio, 2005). Individualized consideration, in addition deals with the 
fundamental transformational leadership approach of treating followers as essential 
contributors to the organisation (Sarros & Santora, 2001). The leader provides 
challenges and learning opportunities and delegates to raise skill and confidence.  
 
  Additionally, the leaders tend to pay attention to the inter-individual differences 
among their followers. In the process, the leader exhibits trust, respect, and some 
tolerance for mistakes occurring as learning proceeds (Sarros & Santora, 2001; 
Humphreys & Einstein, 2003). Individualized consideration leaders also prepared to 
encourage and train the development of followers. As a result followers are more likely 
to be willing to develop competence and take initiative (Coad & Berry, 1998). At the 
core of this individualized consideration in transformational leadership is characterized 
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by adapting and responding to individual needs in a supportive manner (Avolio & Bass, 
2002). All of the abovementioned descriptions are presented in the Table 2.2. 
 
Table 2.2 Transformational leadership-Elements and characteristics 
Elements  Characteristics 
Idealized Influence 
(attribute) 
Leaders are role models; they are respected and admired by 
their followers. Followers want to emulate their leader 
 
Idealized Influence 
(behaviour) 
Leaders have a clear vision and sense of goal and they are 
willing to take a risk. Leaders arouse strong follower 
emotions and identification with the leader 
 
Inspirational Motivation Leaders communicating an appealing vision, using symbols 
to focus followers‟ effort, and modelling appropriate 
behaviours 
 
Intellectual Stimulation Leaders actively solicit new ideas and new ways of doing 
thing and followers will get involve in the process of 
addressing problems and finding solutions 
 
Individualized consideration These leaders pay attention to the needs of each individual 
follower and the potential for developing them. Interaction 
and communication is encouraged and the leaders are aware 
of individual concerns  
 
 
2.4.2 Transactional Leadership Approach 
 Burns (1978) was the first author who delineated between two basic type of 
leadership namely transformational and transactional. An establish and well-known 
effort later has been made by leadership scholar, Bernard Bass (1985), who expanded 
Burn‟s work by putting more attention on followers. According to Yukl (2002), Bass 
has more than anyone else, conducted empirical researches in 1995 and 1996 on this 
with the focus on transformational- and transactional leadership. 
Whilst transformational leadership approaches seems to obtain motivation and 
extraordinary effort from followers, transactional leadership approaches are those that 
obtain commitment for the achievement of goals through a promise of rewards or 
agreed upon exchanges and by taking corrective actions for inadequate performance 
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(Bass & Avolio, 2002). Burns (1978: 9) in his writing summarized the concept of 
transactional leadership as:  
Transactional leadership occurs “when one person takes the initiative in making 
contact with others for the purpose of an exchange of valued things. The exchange 
could be economic or political or psychological in nature………Each person recognizes 
the other as person….” 
 
 This section addresses the concept of transactional leadership as it was identified 
by Burns (1978) and extended by Bass (1985), and reviews studies that have tested the 
constructs associated with transactional leadership and describes further the components 
of transactional leadership. These components of transactional leadership include 
contingent reward and management by exception (Bass, 2000). 
 
Contingent Reward 
 The first, leaders with contingent reward will clarify goals, and most importantly 
provides rewards if followers perform in accordance with expected level of performance 
and providing constructive feedback to keep followers on task (Bass, 1985). Within this 
approach the leaders see their relationship with followers as an exchange process and a 
leader who demonstrates contingent reward is expected to show direction to followers 
so the job gets done (Sarros & Santora, 2001). 
 
Management-by-exception   
 
  This approach refers to the behaviours of leaders who often engage in corrective 
transaction which involves the continual monitoring of followers‟ performance (Howell 
& Avolio, 1993). Leaders who practice management by exception will approach 
followers by routinely providing negative feedback because they only initiate contact 
with subordinates when problems or mistakes occur. Management by exception can be 
whether active or passive. In the active term, the leaders will monitor followers‟ 
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performance and look out for errors before they become more serious problem. Whilst 
in the passive term, the leaders only intervene after a problem has been identified or has 
occurred (Avolio & Bass, 2002). All of the abovementioned descriptions are presented 
in Table 2.3. 
 
Table 2.3 Transactional leadership: Elements and Characteristics 
Elements  Characteristics 
Contingent Reward These leaders use incentives and rewards to gain 
motivation where the leader assign work and then 
rewards the follower for carrying out the task 
Management-by-exception  (active) active leader pays very close attention to any 
problems and has extensive and accurate 
monitoring and control systems to provide early 
warning of problems 
Management-by-exception (passive) They avoid unnecessary change and only 
intervene when exceptional circumstances 
become apparent. 
 
Generally, these two types are defined in terms of how followers are being 
influenced by the leader and the leader‟s affects on the followers (Bass, 1990). 
Transformational leadership is characterized by followers who feel trust, admiration, 
loyalty and respect toward the leader, and in addition they are often motivated to 
perform more than they thought were possible as noted by Burns (1978: 4), “the 
transforming leader looks for potential motives in followers, seeks to satisfy higher 
needs, and engages the full person of the follower”. It is an approach that instils 
followers with the personal desire to achieve goals (Bass, 1985). On the other hand, 
Avolio (1999) writes that transactional leadership occurs when the leader rewards a 
follower depending on the sufficiency of the follower‟s performance.  It involves an 
exchange, which includes that the leaders discusses with her or his colleagues and 
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followers about what is expected. This might result in follower compliance but is not 
likely to generate enthusiasm and commitment to work goals.  
 
2.4.3 Laissez-faire  
Finally, the model includes a non-leadership which is referred as Laissez faire 
approach. The key indicator of this behaviour is the leader‟s inability to get involved. In 
addition Bass (1990) in the Bass & Stogdill’s Handbook of Leadership have devoted 
one chapter to discuss laissez-faire leadership approach. There are many examples of 
behaviour that represent a “do nothing” or “hands-off” approach such as staying away 
from followers, and being “inactive rather than reactive or proactive” (Bass, 1990: 550). 
In his further comments, Bass (1990: 545) have differentiated between laissez-faire and 
other types of leadership behaviours and styles through these statements: 
“Laissez-faire leadership should not be confused with democratic, relations-
oriented, participative, or considerate leadership behaviour. Nor should it be 
confused with delegation or management by exception.”   
 
2.4.4 Research related to transformational and transactional leadership 
approaches 
This section reveals previous research related to transformational and 
transactional leadership approaches and leadership effectiveness. Since its introduction, 
transformational leadership has received extensive research attention compared to 
transactional leadership approach. Indeed, several meta-analyses (e.g. Judge & Piccolo, 
2004; Degroot et al., 2000; Lowe et al., 1996) have shown that transformational 
leadership positively relates to employees‟ satisfaction, motivations and organizational 
commitment. Findings have revealed varying degrees of effectiveness among the 
transformational leadership approaches of idealized influence (attributed), idealized 
Chapter 2                                                                                                                         Abdul Halim Busari 
44 
 
influence (behaviour), inspirational motivation, intellectual stimulation, and 
individualized consideration, as well as among the transactional leadership approaches 
of contingent reward, management-by-exception (active), and  management-by-
exception (passive). Findings involving the influence of transformational and 
transactional leadership approaches have produced mixed results. In general, findings 
have revealed that transformational leadership approaches are effective; that 
transactional leadership approaches are effective; and that the combined display of 
transformational and transactional leadership approaches is effective. However, studies 
have shown that the non transformational and non transactional approaches of laissez-
faire leadership have concluded that this “hands-off” approach is the least effective 
(Bass, 1990). 
 
In order to investigate effectiveness, the early studies of transformational and 
transactional leadership involved making comparisons between categories of leadership 
behaviours or style such as democratic and autocratic, leadership and management, and 
Theory X and Theory Y. Later research emphasized an examination of the specific 
approaches within the categories of transformational and transactional leadership have 
revealed two major findings. First, research focusing at the specific transformational 
leadership approaches of idealized influence (attributed), idealized influence 
(behaviour), inspirational motivation, intellectual stimulation, and individualized 
consideration has revealed varying levels of effectiveness among each construct. 
Second, studies focusing at the specific transactional leadership approaches of 
contingent reward, management by exception (active) and management by exception 
(passive) have found that contingent reward to be more effective.   
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In a study of 78 managers, Howell and Avolio (1993) examined the influence of 
transformational and transactional leadership approaches on business goals. The 
individualized consideration, intellectual stimulation and charisma of transformational 
leadership approaches were all positively correlated with unit performance. However 
specific findings on the transactional leadership approaches revealed that contingent 
reward and management-by-exception (active) had a negative impact on unit 
performance, and management-by-exception (passive) was positively related to 
performance.  
 
A study that looked at the relationship between leader-member exchange 
(LMX), transformational leadership, and terminal and instrumental value system 
congruence between leader and follower was done by Krishnan (2005). The study used 
a sample of 100 pairs of managers and subordinates from a non-profit organisation in 
the United States show that transformational leadership is a stronger predictor of 
effectiveness, satisfaction, and extra effort than LMX and terminal value system 
congruence. 
 
Using a sample of 138 followers who were part-time in an MBA programme, 
Seltzer and Bass (1990) reported positive correlations between transformational 
leadership approach and three constructs a) followers‟ perceptions of their leader‟s 
effectiveness, b) followers‟ extra effort, and c) followers‟ satisfaction. Individualised 
consideration was found to be correlated most strongly with leadership effectiveness 
and followers‟ satisfaction. Other examples of findings which support transformational 
leadership and effectiveness come from Yammarino, Spangler, and Bass (1993) found 
that charisma, individualized consideration and intellectual stimulation were positive 
predictors of job performance. Butler, Cantrell, and Flick (1999) reported that 
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individualized consideration and intellectual stimulation resulted in higher level of 
employees‟ job satisfaction. 
 
Example of findings which support transactional leadership and effectiveness 
come from Brown and Dodd (1999) who reported that contingent reward resulted in 
greater employees‟ satisfaction and high higher levels of productivity. Additionally, 
example of study which the findings support the relationship between a combined of 
both transformational and transactional leadership approaches and effectiveness come 
from Thite (1999) who discovered that managers who exhibited charisma, idealized 
influence, intellectual stimulation as well as contingent reward and active management-
by-exception leadership approaches had more successful task. These various research 
findings show the broad impact of transformational and transactional leadership 
approaches towards leadership effectiveness.   
 
Bass and Avolio‟s (1995) findings regarding the transactional subscales showed 
that active management-by-exception, passive management-by-exception, and laissez-
faire subscales were negatively correlated with the Transformational Leadership 
subscales. Passive management-by-exception and laissez-faire were also negatively 
correlated with the contingent reward subscale. However, according to Bass and Avolio 
(1997) “active management-by-exception and contingent reward resulted in a non-
significant r = .03. These three subscales were significant (p < .01). 
 
Bass and Avolio (1997) revealed high correlations among the five 
transformational subscales, with the average correlation “being r =. 83 and all being 
significant at the p < .01 level. Contingent reward, which is a Transactional Leadership 
measure, also correlated highly with the five Transformational Leadership subscales. 
Specific Transformational Leadership and contingent reward correlations included: 
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idealized influence (attributed) r = .68, idealized influence (behavior) r = .69, 
inspirational motivation r = .73, intellectual stimulation r = .70, and individualized 
consideration r =. 75” (p.53-55). 
 
Lowe et al. (1996) in their meta-analysis review of 39 studies found out that 
transformational leadership approaches were correlated positively with effectiveness 
(.60 to .71) and three constructs were reliable (Cronbach ά = .86 to .92 on charisma, 
individualised consideration, and intellectual stimulation). The transactional approaches 
were also found to have positive correlation with effectiveness, but at much lower levels 
(.41 and .05 on contingent rewards and management-by-exception). 
 Eagly , Johannese-Schmidt and Van Engen (2003) reported effective and 
successful leaders use transformational leadership more often than transactional or 
laissez-faire. A more recent study by Rukmani, Ramesh and Jayakrishnan (2010) 
revealed that transformational leadership behaviour is highly related to effectiveness. 
However, they suggested that both transformational and transactional behaviours are 
needed in the leadership continuum. 
 
2.4.5 Criticism of the Full Range leadership model 
Despite its positive features and strong recommendation found in many research 
conducted, however the transformational and transactional approaches have some 
drawbacks too. One key criticism is that within it transformational leadership has 
potential for the abuse of power (Hall, Johnson, Wysocki & Kepner, 2002). 
Transformational leaders inspire followers by appealing to strong emotions regardless 
of the ultimate consequence on followers and do not necessarily attend to positive moral 
values. 
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House and Aditya (1997) criticised the insufficient support in term of theory and 
empirical testing that explains the link between transformational leadership approaches 
to followers‟ perceptions, attitudes and behaviours. Although there has been substantial 
amount of research effort devoted to investigating the construct validity of both 
transformational and transactional leadership (e.g. Avolio et al., 1999; Den Hartog et 
al., 1997; Lowe et al., 1996), these have not always drawn the same conclusions 
especially the processes through which these leadership approaches influence followers. 
 
In regards to research within transformational leadership, it has been recognised 
that the majority of the leadership theories were developed in the North-American 
context as well as the empirical studies that were conducted within the US. There were 
only a few studies conducted in the Malaysian context. Therefore, as stated by Bass & 
Avolio (1996: 737) that “the model is universal to a considerable degree although there 
are some situations which can be specified in which universality breaks down”, there is 
a tendency that this universal model requires fine-tuning in order to be applied in the 
Malaysian context. 
 
Another criticism of the model is the lack of clarity between what comprises 
effective transformational and transactional leadership approaches. Bass (1998) 
suggested that these approaches may be complementary, but in his further comments, he 
indicated that a leader who demonstrates transformational leadership approaches is 
more effective than transactional leadership approaches.  
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2.5 THE EMERGENCE OF FOLLOWERSHIP STUDIES 
Robert Kelley‟s (1988) article, “In Praise of Followers” and Ira Challeff‟s (1995) 
work about courageous followers became the primary works on which subsequent 
discussions of followership were based (Baker, 2007). Prior to that, Frew (1977) 
contributed significantly to followership theory. He was focusing on the influence of 
followers‟ role to leadership effectiveness by developing the first instrument that 
measured followership. However, he did not give definition of followers.  
 
The following sections reviews followership literature and in particular how it 
related to leadership effectiveness. The section begins with an overview of follower and 
followership definitions. It then moves to differentiate between leadership and 
followership as a process and what represent effective followers. The review then 
moves to outline how followership is taken into account in the leadership effectiveness 
discipline of study. Briefly, in assembling major themes presented in the literature 
related to followership and leadership effectiveness, three specific streams emerge on 
followership studies. The three streams are as follows: 1) Definition of followership, 2) 
Leadership versus Followership, 3) Followers’ role in leadership effectiveness. 
 
2.5.1 Definitions of Followership 
In spite of its obvious symbiosis to leadership, followership is rarely discussed 
when corporations seek to better themselves (Williams & Miller, 2002). This area of 
study still receives a little attention among leadership researchers. Weber (1968) who 
wrote exhaustively on the subject of leadership was the first to incorporate more interest 
in the followers. However, he did not define followership conclusively. In the study of 
leadership, definitions of leadership are seldom agreed upon, however definition of 
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followers is not necessarily just “passive sheep” (Kelley, 1992; Deetz, Tracy, & 
Simpson, 2000).   
 
Generally, the evolution of literature concerning followers and followership has 
revealed three general categories of defining followership. Firstly, followership has 
been defined as a construct, independent from leadership which involves identifying 
individual characteristics of followers. Secondly, followership is examined as an 
essential element of leadership, which relationship as cause and effect between the two 
elements were emphasized. Thirdly, followers are seen as an investment in order to 
understand leadership. 
 
The initial exploration of followership studies were attempt to define 
followership as independent to leadership. For these researchers followership is equal to 
leadership. According to Herman (1999: 106) “leadership and followership are equally 
essential functions in any organization…but like the two sides of a coin they are distinct 
and each must serve the other relevantly.” Within this framework, individual 
organisational members is the central focal point in which leaders and followers are 
being compared in term of their thinking, problem solving and creativity (Thoms, Dose 
& Scott, 2002; Kelley, 1992). From this stance, there is an understanding that many 
followers hold the ability and willingness to argue a leader‟s idea as well as to suggest 
their own. For that reason, effective followers also possess and exercise the choice of 
who and when to follow (Haslam & Platow, 2001). 
 
As researchers and managers work to understand the relationship between 
leadership and followership, it has become clear that observing the two as symbiotic 
dichotomy is not the precise representation of what is happening in organisation. 
Chapter 2                                                                                                                         Abdul Halim Busari 
51 
 
Therefore, the definition developed was to show more relationship and exchange 
between those two constructs. Kelley (1992: 45) emphasizes that “leadership and 
followership as dialectic. Just as the word „right‟ makes no sense without „left‟, they 
depend upon each other for existence and meaning. They can never be independent.” 
 
As researchers began to explore how organisations invest in followers the 
definition developed shows how interdependence has become acknowledged as intrinsic 
to both leadership and followership. Many studies have focused on the relationship that 
exist between organisational members, and how those relationships emerge within and 
then serve organisational missions. In the U. S. followers are thought to act and perform 
well because they will replace the leaders and Kelley (1992: 16) refers to this as the 
“leadership myth”. 
  
Kelley (1992: 12) coined the definition of followers as “people who act with 
intelligence, independence, courage, and a strong sense of ethics.” Another followership 
researcher, Chaleff (1995) described followers concept is not synonymous with 
subordinate by saying that follower is the one whom willing to share a common purpose 
with their leader in trying to accomplish organisational goals successfully. In addition 
Chaleff asserted that followers should be treated as partners or participants in the pursuit 
of organisational missions. Dixon (2003: 20) added that “followers are stewards of 
themselves and the organization”.  
 
However, the basic notion of followership as a complement to leaders and those 
who act with their capability and responsibility in achieving organisational goals is 
reflected in the following definitions: 
Followership can be defined “as a process in which subordinates recognise their 
responsibility to comply with the orders of leaders and take appropriate action 
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consistent with the situation to carry out those orders to the best of their ability. 
In the absence of orders they estimate the proper action required to contribute 
to mission performance and take that action.” (Townsend & Gebhardt, 1997: 
140) 
 
Followership may be “defined as the ability to effectively follow the directives 
and support the efforts of a leader to maximize a structured organization.” 
(Bjugstad et al, 2006: 304) 
 
Between those definitions presented, there is a general idea of what goes into the 
definition of a follower, however there is no real and conclusive definition provided. 
This present study therefore employs the term „follower‟, „employee‟, „staff‟ or 
„subordinate‟ as being equivalent as suggested by Kelley (1992: 12) that indicate 
“people who know what to do without being told.” Although in the middle of his 
writing he commented “synonyms for followers- associate, colleagues, co-adventures, 
fellows, companions, corporate citizens, members, and team players do not capture how 
leaders and followers are bound to each other” (Kelley, 1992: 46). The most important 
as he suggested is “followers determine not only if someone will be accepted as a leader 
but also if that leader will be effective” (Kelley, 1992: 13).   
 
2.5.2 Leadership versus Followership 
 
In contrast to leadership, Bjugstad et al, (2006) claim that followership has been 
an understudied discipline. Prior to that, Lord, Brown and Freiberg (1999) has stated 
“the followers remains an under-explored source of variance in understanding 
leadership processes”. In addition, this view supports the fact that leaders need 
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followers to accomplish their goals (Meindl, 1995).  Due to the overwhelming focus on 
leadership, the followers were being underappreciated (Kelley, 1992). He wrote:  
Leaders contribute on the average no more than 20 percent to the success of 
most organizations. Followers are critical to the remaining 80 percent. Most 
people, however impressive their title or salary, spend more time working as 
followers than as leaders. That is, we spend more time reporting to people 
rather than having people report to us (Kelley, 1992:  7-8). 
 
In more recent comment regarding the lack of attention in researching followers 
compared to leadership, Bjugstad et al, (2006) wrote that a book search on the 
Amazon.com found just 792 titles on followership, compared to 95,220 website 
revealed titles devoted to leadership. 
 
Why are followers not getting the consideration as leadership? Generally, Brown 
(1995) stated that followership has a negative connotation that makes people feel 
uncomfortable. In addition the term followership “is often linked to negative and 
demeaning words like passive, weak, and conforming” Bjugstad et al, (2006: 304). In 
another comment, Chaleff (1995: 3) wrote that there seems to show the deepest 
discomfort with the term “follower” that brings up images of “conformity, weakness, 
and failure to excel”. Another reason is because there is a misconception that leadership 
is more important than followership.  
 
Chaleff (1995) demarcated the relationship between leadership and followership in 
term of elevation and position. According to Chaleff (1995: 23) below are some 
conditions that normally differentiate leaders and followers: 
 The leader has been elected and the follower has been hired 
 The leader founded the organization 
 The leader owns the company 
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 The leader is considerably older and has held many elevated positions 
 The leader holds a formal senior rank 
 
In another individualistic view, leaders are primarily seen as the cause and 
followers as the effect of organising whilst in a plural view, members of the 
organisation are likely to be understood as co-involved in leading and following at 
various times. According to Chaleff (1995: 2) “most of us are leaders in some situations 
and followers in others”. That means the followers are said to be an important force 
behind organisational productivity. This is in line with Kelley (1992) when he stated, 
even if someone in the leadership position, they still spend more time reporting to other 
as followers than leading others. Despite all these, the vast majority of leadership 
literature only discusses leaders as the main focus of the studies. Therefore this present 
study take the challenge to explore leadership and followership as wrote by Kelley 
(2008: 5), “we need to pay attention to followers. Followership is worthy of its own 
discrete research and training. Plus, conversations about leadership need to include 
followership because leaders neither exist nor act in a vacuum without followers.”  
   
In conclusion, the focus of organisational achievement and effectiveness has for 
decades are inherent with leadership. Kelley (1992; 2008) points out that the term 
follower has over the years been looked as inferior to organisational success. Those 
stigmas created a false hierarchal depiction which allowed the position of leaders to be 
more worthy of consideration. Leadership were therefore seen as the means to the end 
of organisational success. Contemporary studies by scholars, such as Chaleff (1995) and 
Kelley (1992) has challenged this view by emphasizing that, unless leaders are 
supported by strong followers, organisational success is not possible. Kotter (2007) 
substantiated their works by restating that the complexity of contemporary organisation 
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prevents it from being transformed by a single leader. He wrote that leadership efforts 
must have the support of followers for success to be a possibility. Without followers' 
participation, the implementation of organizational decisions will not be promising. 
 
2.5.3 Followers’ role in leadership effectiveness and Full Range Leadership 
Model 
If we think leaders such as Hitler, Ghandi or Napoleon and any other great 
leaders are charismatic, great or effective in a way they lead or influence others, we are 
totally wrong, as Kelly (1992) put forward his strong excerpt “without his armies, 
Napoleon was just a man with grandiose ambitions”. This is because charismatic or 
effective leadership result from an interaction and relationship between leader and 
followers (Nahavandi, 2009).  As mentioned above, followers‟ roles have been largely 
ignored in the leadership literature. The perceptions followers maintain about leaders 
are as important as the perceptions leaders have about followers (Shondrick & Lord, 
2010).  Kelly (1988) in his writing states that for many people, the role of follower is a 
conscious choice. As this research is follower-focused, this study treats followers as 
assessors to their leader in order to identify leadership effectiveness. 
 
The importance of followers in leadership was first emphasized by Hollander 
and his colleague (Hollander & Julian, 1969). They proposed the term followership to 
capture the process through which followers assess leaders and take on leadership 
functions by participating in the leader member exchange processes such as decision-
making, goal-setting, and communication (Hollander, 1985). In regards to that, 
Hollander (1992) also pointed that followers‟ expectation and perceptions of leaders are 
important in shaping the nature of the relationship, and thus the effectiveness of leaders. 
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In line with that, Chaleff (2003) posited that effectiveness of a leader is contingent upon 
the followers input. Without followers‟ participation, according to Kelley (1992) who 
recorded that eighty to ninety percent of organisation‟s members are followers, the 
implementation of organisational decisions will not be promising. 
 
Within the transformational and transactional leadership theory, 
transformational leaders are reported to offer a purpose that transcends followers‟ short-
term goals and focuses them on higher order objectives. As a result, followers are 
transformed or changed in some personal and meaningful way and thus can achieve 
higher levels of motivation and morality than they would otherwise (Bass, 1985; Burns, 
1978). On the other hand, the skilful transactional leader is likely to be effective in 
stable, predictable environments where charting activity against prior performance is the 
most successful strategy. Transactional leadership which is equitable to leader-member 
exchange relationship, as a result a leader fulfils the needs of followers in exchange for 
performance meeting basic expectations (Bass, 1985; Graen & Cashman, 1975). 
According to Bass‟ (1985) conceptualisation followers are those who demonstrate free 
choice behaviour and develop follower autonomy within the overlay of the leader‟s 
vision. Additionally, transactional leaders use contingent reward to clarify expectations 
and reward followers properly when they meet the standards. They may also engage in 
management by exception, which means that they are relatively unengaged when things 
are going well but take corrective actions when followers fail to meet expectations. 
Thus, true transformational leadership requires employee empowerment, not employee 
dependence. Transactional leaders are believed to be more mechanical and thus less 
effective in today‟s ever-changing business environment (Bass, Avolio, Jung, & Berson, 
2003). 
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Since its introduction, the full range leadership model has received extensive 
research attention. Despite the large amount of research effort devoted to this model and 
its promising results, there are theoretical and empirical gaps in our understanding that 
have yet to be addressed. Particularly, House and Aditya (1997) argue that 
transformational and transactional theory suffers from inadequate explanations of the 
process through which leader behaviours are linked to followers‟ feeling, attitudes and 
behaviours. 
 
2.6 CHAPTER SUMMARY 
This chapter reviewed leadership theories and in particular leadership 
effectiveness from four different approaches: trait, behavioural, situational-contingency, 
and the contemporary leadership approaches. This chapter highlights mainly Bass and 
Avolio‟s (1997) full range leadership model within the new/contemporary approach. In 
sum, the current study raised three issues concerning the current leadership 
effectiveness literature from the framework of transformational and transactional 
leadership approaches: (a) various definitions of leadership and leadership effectiveness, 
(b) how the classical leadership approaches link with effectiveness, and, (c) 
followership that being taken into account in the full range leadership theories and how 
it affects leadership effectiveness. 
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CHAPTER 3 
 
LITERATURE REVIEW ON COGNITIVE STYLE 
 
Figure 3.1 Thesis Topic Chain 
 
 
 
 
 
 
3.1 INTRODUCTION 
 
The previous chapter discussed links between leadership approaches, 
followership and effectiveness. This chapter therefore aims to review cognitive style 
theories in particular from Allinson and Hayes (1996). In doing so, various definitions 
of cognitive style are considered and the definition of cognitive style adopted in this 
study is described (Section 3.2). The emergence of cognitive style which include three 
key models of cognitive style: Adaption-Innovation (Kirton, 1976), Wholist-
Analytical/Verbaliser-Imager (Riding, 1991) and Intuition and Analysis (Allinson and 
Hayes, 1996) are described (Section 3.3). The discussion moves on to dimensions and 
measurements available for assessing cognitive style that emphasizes on Allinson and 
Hayes (1996) Intuition and Analysis (Section 3.4). A section focuses on the rationale of 
selecting CSI as instrument measure also outlined (Section 3.5). Link on various studies 
of cognitive style and leadership are also reviewed (Section 3.6). A summary is 
provided at the end (Section 3.7).  
 
3.2 DEFINING COGNITIVE STYLE 
 
Cognitive style is getting attention nowadays in the pursuit of the understanding 
of leadership effectiveness in the organisation (Hayes & Allinson, 1994; Hodgkinson & 
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Healey, 2008). This exploration is importance especially on the role of cognitive style 
which identifies individual differences in information processing styles, and their 
relationship with transformational and transactional leadership approaches to determine 
leadership effectiveness. In fact, the increased attentions of cognitive style in work and 
organisation over the last decades have enriching the management and organisational 
psychology literature (Hayes & Allinson, 1994; Sadler-Smith &Badger, 1998; 
Hodgkinson & Sadler-Smith, 2003). The importance of cognitive variables inclusion in 
leadership research has long been implicitly pointed out by Fiedler (1981: 631) as he 
noted: 
 
“….. the preoccupation of leadership research with affective rather than cognitive 
variables: the leader’s style, motivation, attitudes, perception of others, and relation 
with others. While these affective variables undoubtedly play an important part in the 
leader’s behavior and performance, we cannot afford to ignore the equally important 
part played by the leader’s knowledge, ability to solve problems, to learn, and to make 
sound judgments…it is to be hoped that these important variables will be restored to 
their rightful place in leadership theory”. 
 
Cognitive style has been defined in various ways especially in education and 
experimental psychology (Grigorenko & Sternberg, 1995; Riding, 1997). In the 
psychology literature cognitive style has been widely recognised as an important 
determinant of individual behaviour (Sadler-Smith & Badger, 1998) which has been 
identified as a high-level heuristic that controls behaviour across situations to solve 
problems (Brighmam, De Castro, & Shepherd, 2007; Kickul, Gundry, Barbosa, & 
Whitcanack, 2009). A definition of cognitive style as described by Messick (1984: 5) is 
“consistent individual differences in preferred ways of organising and processing 
information and experience”. It shows how people have their own “individual 
characteristics” way of perceiving, gathering, processing and using information and 
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problem solving (Armstrong & Cools, 2009; Messick, 1996; Tennant, 1988). Individual 
characteristics such as cognitive style may influence leadership effectiveness. However, 
the basic notion of cognitive styles as how individual differ in term of receiving, 
gathering, interpreting and using information is reflected in the following definitions: 
 
Cross (1976) refers to cognitive style as the characteristic ways of using the 
mind.  
 
Witkin, Moore, Goodenough and Cox (1977) described cognitive style as 
individual differences in the way people perceive, think, solve problems, learn 
and relate to others. 
 
Goldstein & Blackman (1978: 2) described cognitive style as “a hypothetical 
construct that has been developed to explain the process of mediation between 
stimuli and responses which refer to the characteristics ways in which 
individuals conceptually organise the environment”.   
 
Messick (1984) defined cognitive style in terms of consistent patterns of 
organizing and processing information and experience. In his prior work, 
Messick (1976) assert that cognitive style is also viewed as the typical means of 
problem solving, thinking, perceiving, and remembering.  
 
Kirton (1994) used the term cognitive style to denote a stable dimension of one‟s 
personality and as such influences one‟s conduct in many situations.  
 
Ford, Wood and Walsh (1994: 79) described cognitive styles as “a collection of 
strategies that individuals differ by when processing information”. 
 
According to Hayes & Allinson (1997) cognitive styles are those facets of one‟s 
personality associated with particular modes of problem solving and decision 
making and corresponding behaviour patterns.  
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Riding and Rayner (1998) defined cognitive styles as comprising fixed 
characteristics relating to approaches of information processing and 
organisation. 
 
 Saracho (1998: 287) wrote that “cognitive style is generally referred to as a 
dimension of individual differences including stable attitudes, choices, and 
habitual strategies related to an individual‟s style of perceiving, remembering, 
thinking and solving problems”.  
 
Overall, it can be suggested that these definitions emphasizes two major 
elements; firstly, individuals differences in using their mind capacity for thinking, 
decision making and problem solving, and; secondly, a method, way or approach that 
being used to gather, process and evaluating information. This is in line with Spicer 
(2004) who emphasizes that cognitive style is normally described in terms of two modes 
or approaches. Based on the above definitions, the definition of cognitive style adopted 
in this study is a person‟s preferred approach of receiving, gathering, processing and 
assessing information that guides their actions. In the present research, the term 
„cognitive style‟ is reflective of the ways in which leaders and followers seek, organise 
and process information which may affect leadership effectiveness on a given task.  
 
Beyond the definitions presented above, Riding and Cheema (1991) found more 
than thirty labels to indicate cognitive style. The variations in terminology emerged 
because researchers worked in their own contexts, in isolation from another and even 
developed their own instruments for assessing cognitive style. According to Hayes and 
Allinson (1994) they have found a large and confusing body of literature relating to 
cognitive style which they proposed to be potential implications for managerial practice. 
Although there have been long debates about the complex or unitarist nature of 
cognitive style, many researchers  such as Rayner and Riding (1997), Allinson, 
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Armstrong and Hayes (2001), Allinson and Hayes (2002) proposed that these variations 
are only different conceptions of a superordinate dimension, which according to 
Allinson and Hayes (1996) are commonly labelled as „analytic‟ and „intutitve‟. 
 
3.3 THE EMERGENCE OF COGNITIVE STYLE STUDY   
 
Investigation of cognitive styles has been gaining momentum in the 
organisational setting. Allinson and Hayes (1996) believe its relevance to management 
and organisational behaviour and cite relationships between cognitive styles and 
personnel selection, task and learning performance, career selection, team composition, 
conflict management, and training and development. Studying cognitive style within a 
leadership framework sets up a feasible environment because of its natural cognitive 
emphasis. Cognitive style is chosen for this study because of its relatedness to both the 
person (leader and follower) and the organisation. Ostroff (1993) noted that little 
organisational research exist which looks at both the personal and environmental 
determinants of individual behaviour.  
 
A large variety of different dimensions of cognitive style have been identified by 
different researchers ranging from the „adaptors-innovators‟ dimension (Kirton & De 
Ciantis, 1986) the „holist-serialist‟ dimension (Pask & Scott 1972), the „wholist-
analytical/verbaliser-imager‟ dimension (Riding & Cheema 1991), the field-
dependence/field-independence dimension (Witkin, Moore, Goodenough, & Cox, 
1977), the field-sensitivity/field-insensitivity dimension (Ehrman 1997) and the 
„intuition-analysis‟ dimension (Allinson & Hayes 1996). Majority of these studies tried 
to explain the relationship between cognitive style and performance and effectiveness 
(individual, team and organisation). 
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 In an organisational setting, Sadler-Smith and Badger (1998) suggested that 
human resources plays important role in determining effective management through 
cognitive style differences. Based on these consistent differences, it can be proposed 
that there is consistent variation in the ways leaders or even followers perceive 
effectiveness.  Of particular interest to this research is cognitive style of the leader in the 
organisational setting, for as Foxall (1990) argues, cognitive style has implications for 
our understanding of leadership behaviour. Therefore, in the present study cognitive 
style is represented by the intuition-analysis dimension of style which represents 
different types of thinking that categorised as right brain thinking and left brain thinking 
(Allinson & Hayes, 1996). Theoretical basis of the model was based on Miller‟s (1987) 
information-processing model which sorted out the overlapping in style dimensions and 
to integrate many concepts of cognitive style.  
 
According to the cognitive theory, there are differences in the ways people 
perceive things and make judgements (Gallen, 1997). Based on these consistent 
differences, it can be proposed that there is consistent variation in the ways leaders or 
even followers perceive effectiveness.  Cognitive style is a hypothetical construct that 
has been developed to explain the process of mediation between stimuli and responses 
which refers to the “characteristics ways in which individuals conceptually organise the 
environment” (Goldstein & Blackman, 1978: 2).   
 
Similar to leadership, there have been long debates on the various separations of 
cognitive style dimensions. Most researchers (Messick, 1976; Riding & Cheema, 1991; 
Armstrong, 2000) claim that these differences are used to describe right-brain and left-
brain thinking which are expressions favoured by a number of researchers or according 
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to Allinson & Hayes (1996) as „analytic‟ and „intuitive‟. This research will focus the 
cognitive style according to Allinson and Hayes‟ analytic and intuitive dimensions. 
 
Cognitive style is investigated in a specific context within the framework of 
transformational and transactional leadership approaches. Within this, Stenberg and 
Grigorenko (1997) delineated the literature of cognitive style into three different 
traditions namely the cognition-centred approach, the personality-centred approach, 
and the activity-centred approach or learning-centred approach. However, within this 
Sadler-Smith (1998) identifies three allied models of cognitive style encompassed under 
the cognition-centred approach that fulfil the criteria for this research, which are widely 
accepted as practical and have been used in organisational settings. Since this present 
study is not focusing on the personality or learning, this literature will focus on the 
cognition-centred approach. Within the cognition-centred approach three types of 
models have been identified. The dimensions are the wholist-analytic, the verbal-
imagery, and the integrated of wholist-analytic and verbal-imagery. Subsequently, three 
dimensions that have gained frequent and extensive attention namely as Kirton‟s (1989) 
„Adaptor-Innovator‟ styles, Riding‟s (1991) „Verbaliser-Imager‟ dimensions, and 
Allinson and Hayes‟ (1996) „Intuition-Analysis‟ dimension. Therefore the discussions 
of the following sections will be based on the three abovementioned dimensions. 
 
3.3.1 Kirton’s Adaptor-Innovators Theory 
 
Kirton‟s (1976) early research evolved from a study of consumer innovativeness 
and persistence in managers. These management studies showed evidence that 
personalities of individuals influenced progress on initiatives in which either adaptive or 
innovative (Clapp, 1993). Unlike the work of Myers or Jung or Witkin, Kirton (1976) 
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founded his theory on basic ideas of the time. According to Stum (2009), Kirton‟s 
Adaption-Innovation was mainly concerned with cognitive style and determining how 
people solve problems. 
 
Kirton (1976) described adaptors as individuals who prefer to “do things better” and 
innovators as people who prefer to “do things differently.” He proposed that these two 
styles represent a continuum on which each individual can be classified. The focus of 
the cognitive style in his work was on how individuals approach different types of 
problem and decision making. The main concerns are will they prefer to do things 
better, or will they prefer to do things differently (Drucker, 1969). Adaptive cognitive 
style was derived from the work of Merton (1957) and Weber (1948). The adaptive 
styles are characterised by a predisposition toward paradigm-consistent behaviour 
(Kirton, 1976). Accordingly the following description of the adaptive person evolved: 
“the man best fitted to work within set structures works in impersonalized relationships: 
reducing conflict, minimizing risks, and managing to solve problems by proceeding at a 
disciplined pace in a predictable direction” (Kirton, 1976: 624).  
 
On the other hand, the innovative cognitive style was looking at creativity. The 
innovative styles are characterised by a predisposition toward paradigm-breaking 
behaviour (Kirton, 1976). According to Bright (1964) he described the innovative or 
creative person as less conforming to standards or norms. In another work, Rogers 
(1959: 124) also provided Kirton with characteristics of the innovative person. The 
theories were built on attempts to determine an individual‟s typical approach to 
cognitive processing or problem solving (Kirton, 1994). In conclusion, two key 
assumptions underlying the theory are (a) cognitive style relates to individual preferred 
strategies involved in change and therefore creativity, problem solving, and decision 
Chapter 3                                                                                                                         Abdul Halim Busari 
 
66 
 
making, and (b) cognitive style is related to personality traits that are seen early in life 
and are particularly stable.  
 
3.3.2 Riding’s Wholist-Analytical/Verbaliser-Imager Theory 
Riding and Cheema (1991) identified two fundamental cognitive style families: 
the Wholist-Analytic and the Verbal-Imagery which falls under the cognition-centred 
approach. The latest literature mentioned about the integrated dimensions of the 
wholist-analytic and verbal-imagery. Models featuring the wholist-analytic cognitive 
dimensions are the broadest of the categories with regard to identified dimensions. Early 
work featuring the wholist-analytic involved the study of perception, impulsivity-
reflectivity, convergent-divergent, holist-serialist and random or sequential concrete 
experience or abstraction. Riding and Cheema (1991) argued that different theorists 
have been working with different concepts of cognitive style; however, no attempt was 
made to unite these different concepts especially that emphasize different aspects of a 
superordinate dimension of cognitive styles (Miller, 1987).  
 
After found various labels of cognitive styles, Riding and Cheema (1991) 
identified two fundamental cognitive style families namely the Wholist-Analytic and 
Verbalise-Imager. The wholist-analytic (WA) dimension refers to the extent to which an 
individual processes information in wholes or separate parts; the verbal-imagery (VI) 
dimension relates to the degree to which an individual represents information during 
thinking in verbal or image form (Davies & Graff, 2006; Riding & Douglas, 1993). In 
simple terms, those who are considered wholist-analytic organise information in wholes 
or in parts and those who are verbal-imager organise with words or pictures. 
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3.3.3 Allinson and Hayes’ Intuition-Analysis Dimension  
 
 Central to this study is the model developed by Allinson and Hayes (1996). 
This section will discuss in depth the model and its theoretical underpinnings. For the 
measurement of the intuition-analysis dimension especially in business management 
context, the authors have developed the Cognitive Style Index (CSI) described further in 
Section 3.4.  
  
 Intuition and analysis are terms used to describe right-brain and left-brain 
thinking which are expressions favoured by a number of investigators (Allinson & 
Hayes, 1996). The characteristics of these two dimensions are presented in Table 3.1. 
According to Hayes and Allinson (1998) intuition is a characteristic of the right brain 
orientation, which refers to immediate judgements based on feelings and the adoption of 
a holistic approach. In the organisational context, intuitivist prefer open-minded 
approaches to solving problems and decision making, rely on random methods of 
exploration, tend to be non-conformist, remembering spatial images most easily, and 
working best with ideas which require overall assessment (Allinson and Hayes, 1996). 
Analysis on the other hand is a characteristic of the left brain orientation, which refers 
to judgements based on mental reasoning and a focus on detail. In the organisational 
context, analysts prefer a structured approach to solving problems and decision making 
and tend to use systematic methods of investigation, recall verbal material most readily 
and are especially comfortable with ideas requiring step by step analysis (Allinson, 
Armstrong & Hayes, 2001). 
  
Reviews of cognitive style in general tend to generate positive relationship 
between intuition cognitive style and effectiveness (see Sadler-Smith, 2004, Andersen, 
2000; Downey, Papageorgiou & Stough, 2006). According to Bass (1990), intuition 
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plays an important role in effective management and leadership. It suggests that 
intuition in cognitive style may drive people to top performance which reflects 
effectiveness in organisation (Goleman, 1998). As style is consider as “the way of” 
doing or thinking, for the purpose of this research cognitive style can be defined as the 
way an individual observes their organisational and environmental setting as 
information sources and how they perceive, process, organise and manage the 
information to handle their behaviour and decision making. In this case, cognitive style 
is not rigid and can be influenced by life experience (Leonard and Straus, 1997).  
 
Table 3.1:  Individuals characteristics with Intuitive and Analytical Cognitive 
Styles 
  
Intuitive Analytical 
Prefers rapid, open-ended approaches  Prefers structured approaches 
Works best on problems using a holistic 
approach 
Applies systematic methods of 
investigation 
Relies on random methods of exploration Comfortable handling problems step-by-
step  
Thinks using synthesis and lateral 
reasoning 
Thinks using logical sequences and 
vertical reasoning 
Nonconformist Compliant 
Adapted from “The Influence of Individual Cognitive Style on Performance in Management Education,” 
by S. J. Armstrong, 2000, Educational Psychology, 20, p. 324. 
 
 
3.4 DIMENSIONS AND MEASUREMENTS OF COGNITIVE STYLE 
Cognitive styles have been studied from various points of view (Hodgkinson and 
Sadler-Smith, 2003; Riding, 1997). Various authors have developed their own 
instruments of assessment, assigning unique labels to the cognitive style under 
investigation (Shipman and Shipman, 1985). However, much cognitive style research 
has been done in educational settings, leading to a limited number of instruments for use 
in organisations (Allinson and Hayes, 1996). 
Chapter 3                                                                                                                         Abdul Halim Busari 
 
69 
 
3.4.1 The Kirton Adaption-Innovation Inventory (KAI)-Kirton, 1976 
Based on the above descriptions (Section 3.3.1), Kirton (1976) developed his 
initial 32-items self-reported inventory for measuring cognitive style on a five point 
scale was verified by factor analysis and is supposed to classify individual 
characteristics preferred style of creativity and problem solving on the adaption-
innovation dimension. This instrument indicates whether someone has a preference as 
an adaptor or innovator. On a scale from 32 to 160, a 32-item questionnaire is used to 
measure an individual‟s problem-solving style.  A person considered as being an 
adaptive person shall normally score within the 60–90 range; whereas a person 
considered as being an innovative person shall score between 110 and 140.  The 
midpoint of the scale is 96. Thus, persons with a score around the middle of a group 
may have characteristics of both, and under some circumstances, they can be regarded 
as “bridgers”. Those with higher score are considered innovators, whilst those with 
lower score indicate an adaptor. Whilst the KAI has demonstrated appropriate levels of 
internal reliability (Kirton, 1976), its reliability has been challenged and critiqued by 
other researchers (Bagozzi and Foxall, 1995; Taylor, 1989). 
 
3.4.2 The Cognitive Style Analysis (CSA)- Riding, 1991  
Survey conducted by Riding and Cheema in 1991 yielded that the vast 
dimensions of cognitive styles could be reduced to two dimensions of cognitive style: 
Wholist-Analytic and Verbal-Imagery (Riding & Rayner, 1998). In order to measure this 
conceptualisation, Richard Riding in collaboration with Steven Rayner proposed 
Cognitive Style Analysis (CSA) to assess each pole of the super-ordinate dimensions. 
This instrument is a perfect example of the uni-polar theory because an individual is 
classified as either wholist-analytic or verbal-imagery. The CSA has a strong theoretical 
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basis and has build up a great number of empirical researches, which provides support 
for its construct validity (Riding & Agrell, 1997; Riding & Douglas, 1993).  
 
This instrument was set up to measure cognitive style on a single continuum 
instead of the more complex multi-dimensional measures. Although, in an earlier study 
Riding and Grimley (1999) found a direct correlation between the verbal-imagery 
dimension of the CSA and multi-media learning environment  Unfortunately, it is 
apparent because other studies have found the CSA to be unreliable and unable to show 
a relationship to other instruments (see Cook, 2008; Parkinson, Mullally and Redmond, 
2004). Another finding by Peterson, Deary, and Austin (2003) revealed that the current 
form of the CSA is statistically unreliable. This finding led the same authors to develop 
new test based on CSA that focused on Verbal-Imagery (Peterson, Deary, and Austin, 
2005).   
 
3.4.3 The Cognitive Style Index (CSI)- Allinson and Hayes, 1996 
 Regardless of those separations or dimensions mentioned in the above section 
(section 3.3), it is does founds valuable idea for illustrating individual differences. Due 
to the shortage of valid and reliable measures of cognitive style in the organisational 
setting, Allinson and Hayes (1996) developed the Cognitive Style Index (CSI). The CSI 
is a self-report test was designed with the idea that the cognitive style dimension is a 
single continuum that can be measured, meaning that it is uni-dimensional in nature to 
measure the whole/part-processing dimension of cognitive style which is intuition and 
analysis.  
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 The instrument contains 38 items with trichotomous scale of 
true/uncertain/false for respondents to answer, in order to identify individual's cognitive 
style as being either analyst or intuitive. Intuitivist is an individual who makes decision 
and judgements based on feelings and who adopts a holistic approach, whereas analyst 
is an individual who makes decision and judgements based on logic, and focuses on 
specific detail when processing information. The CSI has a theoretical maximum score 
of 76. Higher scores indicate a more analytical cognitive style and lower scores indicate 
a more intuitive style.  
 
 When it comes to the CSI, Cassidy (2004) lists the CSI among several 
approaches to measuring the concept of cognitive styles. However, in the list does not 
indicate any advantages or disadvantages in comparison with other instruments.  
Review by Armstrong and Cools (2009) found that CSI has been used most extensively 
in the fields of business and management with nearly 300 studies being reported on its 
authors‟ user database. Some of the examples of empirical research that was utilising CSI 
are presented in Table 3.2. 
 
 
 The psychometric properties of this instrument are documented in Allinson and 
Hayes (1996) who report test-retest reliability of the instrument at (r = 0.90, p < 0.001). 
They furthermore report the internal consistency scores measured by Cronbach's alpha 
to range from 0.84 to 0.92. The minimum and maximum possible scores on this 
instrument are 0 and 76. The authors suggest they achieved their objectives of: (a) 
developing a psychometrically sound and convenient assessment that can be 
administered in large-scale studies and, (b) that the wide array of styles can be reduced 
to single, super-ordinate dimension.  
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Table 3.2:  Empirical Research Utilising CSI 
    
Author Year Research Area Literature Source 
Sadler-Smith 1999 Organisational, Management Journal of Managerial 
Psychology 
Allinson & Hayes 2000 Organisational, Management International Journal of Human 
Resource Management 
Allinson, Chell & 
Hayes 
2000 Organisational, Management European Journal of Work and 
Organizational Psychology 
Hill, Puurula, 
Sitko-Lutek, 
Rakowska 
2000 Educational Psychology Educational Psychology 
Sadler-Smith, 
Allinson & Hayes 
2000 Organisational, Management Management Learning 
Allinson, 
Armstrong & 
Hayes 
2001 Organisational, Management Journal of Organizational 
Psychology 
Armstrong 2000 Educational Psychology, Training Educational Psychology 
Hodgkonson & 
Sadler-Smith 
2003 Applied Psychology Journal of Occupational and 
Organizational Psychology 
Hayes, Allinson & 
Armstrong 
2004 Organisational, Management Personnel Review 
Downey, 
Papageorgiou & 
Stough 
2006 Leadership, Emotional 
Intelligence, Gender 
Leadership & Organization 
Development Journal 
Hodgkinson, 
Sadler-Smith, 
Sinclair & 
Ashkanasy 
2009 Personality Personality and Individual 
Differences 
Sadler-Smith 2011 Educational and Occupational 
Settings 
Learning and Individual 
Differences 
 
3.5 CSI SELECTION AND RATIONALE 
This section discusses the background of the CSI, the theoretical basis, the 
validity and reliability of the instrument and its implications that lead to the selection of 
this psychometrically sound instrument for the measurement of cognitive style in 
organisational settings (Allinson & Hayes, 1996).  
 
The study of cognitive styles has generated much interest among scholars in the 
fields of psychology, education and business (Zhang, 2011). The use of cognitive style 
in the business and management has been thoroughly commented upon (Armstrong & 
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Cools, 2009, Martin, 2007; Buckingham, 2005; Armstrong, 2000 and Allinson, 
Armstrong & Hayes, 2001). In line with this, Coffield et al., (2004) asserts researcher 
especially the novice practitioners and researchers must not only select the most suitable 
and reliable tools, but also consider how to use them appropriately given their context 
and purpose. In developing this instrument, Allinson and Hayes (1996: 131) made a 
number of claim regarding the “internal reliability and temporal stability”. According to 
Sadler-Smith (2009), cognitive styles are malleable, in line with Allinson and Hayes‟ 
(19960 propositions that cognitive style can be shaped by culture and altered by 
experience. Kozheznikov (2007: 470) in addition to this fact wrote that cognitive style 
“can be adapted to changing environmental demands”. Armstrong (2000) found the 
reliability to be good for the CSI. A similar result also found from Allinson and Hayes‟s 
(2000) cross-cultural studies. In a few more studies, CSI scores have been found to 
correlate with variety of variables such as learning, workplace behaviours and gender 
(Armstrong et al, 1997; Sadler-Smith et al, 2000a). In replicating the study, Sadler-
Smith et al., (2000b) also found similar results to those of Allinson and Hayes (1996). 
Therefore, the reliability of the CSI has been well-established (Coffield et al., 2004). 
 
As emphasized in Section 3.3, the Cognitive Style Index (CSI) was chosen 
because of its relatedness to leaders, followers and organisations. The leaders or even 
followers always involve in decision making and problem solving which closely related 
to the dual-process theories which emphasizes two modes of thought-analytical and 
intuitive (Zhang, 2011; Sadler-Smith, 2009; Epstein, 2008). According to Herrmann 
(1996), preference for either right or left brain determine individual behaviour pattern 
including leadership style. Therefore, Allinson and Hayes (1996) developed the CSI that 
measures these two modes of thought which they belief analytical-the left brain 
characteristics, specialised for the logical, sequential processing style and focus on 
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detail. On the other hand, intuitive-the right brain orientation specialized for holistic 
view, and judgment based on feeling (Coffiled et al., 2004). These have been the 
characteristics of individual differences that many researchers have examined in 
individual workplace and organisational systems (Sadler-Smith & Badger, 1998).  
 
The original proposition was to unify cognitive styles around one super-ordinate 
analytical-wholistic dimension (e.g. Allinson and Hayes, 1996). However, research by 
Hodgkinson and Sadler-Smith (2003) found that the scoring procedure and wording 
problems lead the findings to be statistically unsupported and need to be revised. 
Therefore they have postulated two-factor, which they found the strongest support for a 
two-factor model in which analysis and intuition are conceived as separate, strongly 
correlated unipolar constructs. Sadler-Smith (2009) argued that the original uni-factoral 
structure proposed by Allinson and Hayes was problematic due to two main reasons: 
first, it is not fully compatible with a dual-process conceptual framework (Zhang and 
Stenberg, 2009); secondly, it fails to in the exploratory and confirmatory factor analyses 
studies as suggested. In response to that, Hayes, Allinson, Hudson, and Keasey (2003) 
wrote an article that argues against the claims made by Hodgkinson and Sadler-Smith 
(2003).  
 
Kozheznikov (2007) in her article supported the idea of a more complex 
hierarchical of cognitive style which at least consisting two subordinate dimensions. In 
regards to that, cognitive styles in terms of the duplex model of style have two level 
namely specialized level and flexible level (Sadler-Smith, 2009). At the specialized 
level both analytical and intuitive mode represent relatively stable preferences, whilst at 
the flexible level analytical or intuitive processing are according to the situation (Zhang 
and Stenberg, 2009). With intention to gain improved approximation of answers on the 
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CSI as proposed by Hodgkinson and Sadler-Smith (2003) and with these arguments and 
with growing need of proper instrument for organisational-based studies, CSI was 
chosen as according to Allinson and Hayes (1996) the CSI is a psychometrically sound 
instrument for the measurement of cognitive style in organisational settings. With these 
considerations, CSI was chose to be used in the Malaysian government-link-companies 
settings.  
 
3.6 THE LINK BETWEEN COGNITIVE STYLE AND LEADERSHIP 
EFFECTIVENESS 
 
Cognitive style has been extensively studied in relation to diverse research 
concepts and various points of view with different type of instruments. Many empirical 
studies have shown that cognitive style is studied in the field of management. 
Historically, studies of cognitive style in the field of management grew due to an 
increased attention on individual differences concept and how people acquire and 
managing knowledge to work environment and organisational psychology (Hodgkinson, 
2003). This has been a longstanding work on a range of cognitive style perspective. 
Armstrong and Cools (2009) in their review of cognitive style development within forty 
years in the field of management and business identified ten categories, including 
leadership. However they just found only nine articles related to leadership, which make 
leadership the least studied  and represent only small part of the overall subject area in 
relation to cognitive style. The lack of support in explaining the relationship between 
cognitive style and leadership approach especially in determining leadership 
effectiveness motivated the attempt to carry out this research. 
 
The attempt to put cognitive style and leadership effectiveness together stems, as 
Riding and Cheema (1991) suggested from arguments that leadership effectiveness may 
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hinge more on social intelligence such as cognitive style and behavioural flexibility than 
other factors. Sadler-Smith and Badger (1998) suggest that cognitive style differences 
have a crucial role in fostering individual versatility and understanding effective 
management. Placing a suitable leader with a suitable approach and specific cognitive 
style may have a considerable impact on the organisation (Sadler-Smith, 1998). Most 
definitions of cognitive style emphasize individual differences. Individual characteristic 
such as cognitive style may influence leadership effectiveness. Of particular interest to 
this research is the cognitive style „analysis-intuition‟ dimension. Therefore, the analytic 
and intuitive dimension (Allinson & Hayes, 1996) used as the basis for the current 
research. According to Bass (1990), intuition plays an important role in effective 
management. The question rose whether it is also applicable to leadership. Intuitivist 
prefer open-minded approaches to solve problems and decision making, rely on random 
methods of exploration, tend to be non-conformist, remembering spatial images most 
easily, and working best with ideas which require overall assessment (Allinson & 
Hayes, 1996). Analysts on the other hand, prefer a structured approach to solving 
problems and decision making and tend to use systematic methods of investigation, 
recall verbal material most readily and are especially comfortable with ideas requiring 
step by step analysis (Allinson, Armstrong & Hayes, 2001).  
 
With regard to effective leadership, Martin (2007) qualitative study concerned 
with how leader‟s thinking influence their performance and success. Although he does 
not draw on specific cognitive style theory, his interview with 50 leaders that have 
exemplary records identified a predisposition and capacity to hold in their heads two 
different ideas of consideration and synthesis before creatively solving any problems. 
This process of acquiring and managing information was termed as „integrative 
thinking‟ and „conventional thinking‟. With regard to managerial behaviour, Cools and 
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Van Den Broeck (2008) qualitative study found rich amount of information on how 
people with various cognitive style, which they named as knowing, planning and 
creating styles prefer to perform certain aspects of their managerial role and leadership 
processes which they classify as task oriented behaviour and people oriented behaviour. 
The findings showed that people with a knowing and planning style tend to make 
decisions in an analytical way, whereas people with a creating style combine an 
intuitive and rational approach. 
 
Another study of link between cognitive style and effective leadership and 
management is draw from Buckingham‟s (2005) "What great managers do" which 
refers to three predominant styles namely analysing, doing, and watching. The 
analysing style refers to someone who understands a task by taking it apart, examining 
its elements, and reconstructing it piece by piece. The doing style in contrast refers to 
someone whose most powerful learning moment occurs during the performance where 
trial and error are integral to the learning process. The watching style is argued to learn 
a great deal when they are given the chance to see the total performance because they 
have a preference for viewing the complete picture.  
 
With regard to leader-subordinate relations, Allinson, Armstrong and Hayes 
(2001) found that intuitive leader may be less dominating and more nurturing than their 
analytic colleagues and that they are more liked and respected by analytic members than 
analytic leaders are by intuitive members. Another study by Atwater and Yammarino 
(1993) found that personal attributes accounted for a significant portion of variance in 
subordinates‟ ratings of transformational and transactional leaders. In particular, feeling 
type leaders were rated more highly on transformational and transactional leadership by 
both superiors and subordinates than thinking types as defined by the MBTI.  
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A quantitative assessment of direct association of cognitive style by using CSI 
and full range leadership model was only found in the work of Downey, Papageorgiou 
and Stough (2006). In this study transactional leadership was found positively 
associated with analytical cognitive style. However the study was assessing only female 
managers and not being replicated in another setting and venue especially when 
discussing leadership effectiveness.  
 
3.7 CHAPTER SUMMARY 
Most definitions of cognitive style emphasize individual differences. Of 
particular interest to this research is the cognitive style „intuition-analysis‟ dimensions. 
The intuitive and analytic dimension (Allinson & Hayes, 1996) used as the basis for the 
current research fits the context of understanding individual differences in relation to 
leadership effectiveness. Understanding the influence of cognitive style upon 
transformational and transactional leadership approaches could have the potential to 
improve leadership effectiveness and performance by monitoring the recruitment and 
selection of leaders. Sadler-Smith and Badger (1998) suggest that cognitive style 
differences have a crucial role in fostering individual versatility and understanding 
effective management. Placing a suitable leader with a suitable approach and specific 
cognitive style may have a considerable impact on the organisation particularly to the 
human resource practices (Sadler-Smith, 1998). In conclusion, at some point the field of 
the study becomes so complex and difficult to grasp that a new cycle with new 
simplifications of cognitive style on a higher conceptual level begins to take the shape. 
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CHAPTER 4 
RESEARCH DESIGN 
Figure 4.1 Thesis Topic Chain 
 
 
 
 
 
4.1 INTRODUCTION 
This chapter details the design and methodology of this study, beginning with 
revisiting the research gap and research needs (Section 4.2). A section focuses on 
explaining Malaysian cultural perspective is outlined (Section 4.3). The whole research 
process which explained by the philosophy and the reasoning that informs the choice of 
research philosophy and methodology are then outlined (Section 4.4). Research aims are 
then identified followed by specific research questions (Section 4.5 and Section 4.6). 
The design for the research and methodology are provided in Section 4.7. This chapter 
concludes with a summary (Section 4.8).  
 
4.2 THE RESEARCH NEED REVISITED 
This current research addresses five issues (as described in Chapter 1 Figure 1.2) 
which have been identified as gaps that need to be fulfilled. By providing follower 
focused research, it can contribute to a mid way solution of not being too „leader 
centric‟ (Gap 1). Offering a choice whether transactional or transformational contributes 
to leadership effectiveness could enrich findings (Gap 2). It will contribute to the need 
for empirical research on intuitive and analytical cognitive styles, particularly in relation 
to transformational or transactional leadership and effectiveness (Gap 3). It will provide 
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a new approach for building strategies in leadership effectiveness study, cognitive style 
and full range leadership model which recognises both followers and leaders‟ 
perceptions (Gap 4). With a claim that the full range leadership model is universal and 
that the Cognitive Style Index might be differ from one culture to another the study is 
implemented far away from its origin, the American and United Kingdom region (Gap 
5). Despite the intensification of literature the lack of exploratory research into 
leadership effectiveness that is associated with full range leadership, followership and 
cognitive style is highlighted (Collinson, 2006; Kelley, 1992; Meindl, 1995; Bass, 1998; 
Sosik, Kahai & Avolio, 1998; Patton, 2003; Ritchie, Kolodinsky, & Eastwood 2007; 
Hayes, Allinson & Armstrong, 2004). As a result the research is thus aimed in satisfying 
the following research needs that address leadership effectiveness which has been 
revealed in Chapter 1 Section 1.1: 
1. The lack of follower focus in the leadership effectiveness literatures 
2. Transactional leadership style has received little attention when effectiveness 
is being discussed. 
3. Analysis focus was rarely discussed in cognitive style and leadership 
effectiveness literature. 
4. A combination of followers and leaders‟ perceptions should be taken into 
account in the leadership effectiveness literature 
5. Deployment of MLQ and CSI outside of the American and UK region 
 
The nature of this research is exploratory.  It will contribute to management 
theory by providing insights into the full range leadership model (transformational and 
transactional leadership theories) which claims to be universal regardless of contexts 
(Bass, 1996; Bass & Avolio, 1997).  Previous studies have focused predominantly on 
one set of subjects (either leaders or followers). The intention of this research is to blend 
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together this model with leadership effectiveness and cognitive style from both 
followers and leaders‟ perspectives. Therefore it will contribute to strengthening the 
leadership, followership and cognitive style literature. 
 
It will contribute to cognitive style theory by providing a platform of 
understanding of the cognitive styles of both followers and leaders as a determinant of 
leadership effectiveness. In this case, cognitive style does not only manipulate strategic 
decision making (Gallen, 1997) or information processing (Hough and Ogilvie, 2005), 
but also person-organisation fit (Chan, 1996) especially in the selection and placement 
of leaders. As a result, attainment of insight into cognitive style within the full range 
leadership model is of high significance for organisations.  
 
From a practical viewpoint, understanding the influence of cognitive styles upon 
transformational and transactional leadership approaches could have the potential to 
improve leadership effectiveness and performance by monitoring the recruitment and 
selection of leaders. Sadler-Smith and Badger (1998) suggest that cognitive style 
differences have a crucial role in fostering individual versatility and understanding 
effective management. Although, cognitive style research has lost its appeal among 
cognitive style researchers, as identified by Kozheznikov (2007: 464): 
“The field was left fragmented and incomplete, without a coherent and 
practically useful theory and with no understanding of how cognitive styles were 
related to other psychological constructs and to cognitive science theories.” 
 
This research therefore, aims to contribute cognitive style theory, determine 
which leadership approach is related to those cognitive style significantly and identify 
which combination of those contributes to leadership effectiveness.  
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4.3 MALAYSIAN CULTURAL PERSPECTIVES  
Although the research aim was not mainly about culture or religion, one of the 
five main issues revealed regarding leadership effectiveness studies presented in Section 
1.1 was about conducting leadership effectiveness and cognitive style research away 
from its origin, in western culture. The focus of this subsection is to describe Malaysian 
cultural factors, which are mainly influenced by multiracial and religion issues, that 
indicate why it is significant that this research was conducted in the context of 
Malaysia. It is therefore influences the research design of this thesis. 
 
As mentioned in Section 1.2, internationally circulated theories of leadership 
effectiveness have been dominated by Western cultural and educational frameworks. 
According to Shahin and Wright (2004) most leadership theories are North American in 
origin. Although a great deal of literature has seen investigation of Malaysian leadership 
style, especially in the educational setting (see Norainin Hashim et al., 2010; Sharma, 
2010; Abdul Ghani Abdullah, 2009), comparatively few research studies of leadership 
effectiveness has been undertaken in business and management settings (Hamzah et al., 
2002; Kennedy, 2002; Kennedy and Mansor, 2000), and no known research on 
cognitive style and followers in the Malaysian context has been identified prior to that 
reported here. Therefore, it is reasonable to speculate that leadership effectiveness or 
cognitive style might be perceived differently in a Malaysian context. Understanding 
the differences in leadership effectiveness and cognitive style between the two Anglo-
Saxon countries (USA and UK) and Malaysia can be valuable to researchers and 
practitioners. It is believe that culture and religion especially the Malay culture and 
Islam may have an impact in understanding and discussing leadership effectiveness and 
cognitive style.  
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The question in Hosftede‟s (1980) article “Motivation, Leadership and 
Organization: Do American theories apply abroad?” has left a big impact on the 
research on leadership in a different context. In the perspective of leadership 
effectiveness study, particularly the full range leadership model, the proponents claimed 
that this model applies universally (Bass, 1996). However, the leadership research that 
involves this model and the instrument, MLQ was undertaken extensively in the USA 
and other Anglo-Saxon countries (Avolio et al., 1999; Shahin & Wright, 2004) and the 
investigation of leadership effectiveness including the full range leadership model from 
other cultural perspectives is limited (Fukushige & Spicer, 2007). Therefore, the finding 
of studies does not always apply to other cultures and significantly Malaysia with 
different economic structures, norms and values.  
 
Regardless of cultural differences, Bass (1997) suggested the model is universal 
with transformational leadership styles always seen as effective compared to 
transactional. However, Fukushige and Spicer (2007) in their review found that another 
culture (Japan) differs significantly in this regard. Yet the GLOBE (Global Leadership 
and Organizational Behaviour Effectiveness) project showed attributes that are 
associated with transformational leadership were universally endorsed contributing to 
leadership effectiveness (see Den Hartog, House, Hanges, Quantanilla & Dorfman 
1999). However, a study in Malaysia demonstrates that culture has a significant impact 
on leadership style especially in the context of Malay-Muslim community (Kennedy & 
Mansor, 2000) which indicates that Malaysian leaders scored high on performance 
orientation, a characteristic that similar to transactional leadership. The implication of 
this is that research, such as this, that applies the full range leadership model outside its 
traditional cultural contexts needs to consider whether the assumptions of that model 
can still be maintained. 
Chapter 4                                                                                                                          Abdul Halim Busari 
 
84 
 
Cognitive style has also been the subject of cross-cultural studies which are 
mainly categorised as either „East‟ or „West‟ (Papavero, 2005) and have produced 
mixed results. There is no specific research on cognitive style that used the Cognitive 
Style Index (CSI) which has been conducted in Malaysia. Stenberg (1997) nonetheless 
argued that culture might be one of the potential variables that can affect cognitive style. 
This notion was supported by Allinson and Hayes (2000) when they found cross-
cultural differences related to cognitive style. Studies by Nisbett (2003) and 
Norenzayen, Smith, Kim and Nisbett (2003) found that leaders in the East are more 
intuitive, whilst investigation by Allinson and Hayes (2000), and Sadler-Smith et al. 
(2000b) found leaders in the West to be more intuitive. Again it seems imperative that 
the Malaysian cultural context of this research should be considered as a significant 
factor. 
 
Hofstede and Hofstede (2005) defined culture as a mental programming which 
differentiates members of one group of people from another. Interestingly, it is all about 
the human mind. According to Hofstede (1997), every person carried within themselves 
patterns of thinking, feeling and potential acting, which were learned throughout their 
lifetime. From his impressive studies in the 1970s, four dimensions have been revealed 
on which country cultures differ. These dimensions are labelled as power distance 
(PDI), uncertainty avoidance (UAI), individualism (IDV), and masculinity (MAI).  
Later research has identified another dimension particularly for Asians and labelled as 
long term orientation. Malaysia is a country which consists of multiracial races, 
religions, and cultures. The three major ethnic groups are Malay-Muslim, Chinese and 
Indians.  The majority of GLC members are Malay-Muslim. From the study of 
Malaysian national culture, Hostede (1997) found that Malaysian scored the highest on 
power distance, quite high on collectivism, average on masculinity, and very low on 
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uncertainty avoidance compared to other cultures. Asma (1992) and Storz (1999) found 
that Malaysians were generally group-oriented with a high spirit of collectivism, and 
had a high tendency to avoid conflict. Niikura (1999) also found that Malaysians had a 
high concern for maintaining good relationships while working and dealing with others. 
Generally, some of Hofstede‟s (1997) findings mentioned are in line with the Malaysian 
culture, passive obedience to superiors which emphasizes status differences, titles, 
protocol and rank to indicate social status and authority (Kennedy & Mansor, 2000). 
According to Poon (1998) this occurs because of social status and authority based on 
connections with royalty, religious standing and award from the state. 
 
The year 2020 has been set as the target year for Malaysia to become developed 
nation. The new concept of 1Malaysia introduced by the current Prime Minister also 
intended to unite people from diverse background and culture. Despite increasingly 
westernisation of management practices in the GLCs, it is believe that culture, religion 
and multiracial factors remain and underpin the values and norms practiced among 
leaders in the GLCs. Finally, what is unique about Malaysia, is the diversity of the 
peoples and cultures where one big mixed culture that comprise the Malays, Chinese 
and Indians are shared together although implicitly they have distinct cultural and 
religious heritage (Poon, 1998), so that they could claim to be truly Asia.  
 
Although an enormous amount of studies on the full range leadership has been 
conducted, leadership effectiveness may be perceived differently. Similar to analytical 
and intuitive cognitive style as it just newly explored in this context. Perhaps by 
understanding leadership effectiveness and cognitive style within the Malaysian 
contexts would provide new findings and implications and finally contribute to the 
literature.      
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4.4 RESEARCH PHILOSOPHY 
In order to design a research process, the important thing to be considered is the 
research philosophy which should be adopted, based upon how researchers view the 
development of knowledge (Saunders, Lewis & Thornhill, 2003). Conventionally, there 
has been two opposite opinions for this epistemological consideration with different 
names such as „Scepticism and Conviction‟ (Jankowicz, 2000); „Objectivist and 
Subjectivist‟ (Burrell & Morgan, 1979); „Positivistic and Humanistic’ (Gummesson, 
2000) and „Positivism and Phenomenology‟ (Collis & Hussey, 2003; Smith, 1998).  The 
two over-arching philosophical debates namely Positivism and Phenomenology 
approach the task of explanation and anticipation from substantively different 
perspectives.  
 
The Positivist claims  to be “working with an observable social reality and that 
the end product of such research can be law-like generalisations similar to those 
produced by the physical and natural scientist” (Remenyi, Williams, Money, & Swartz, 
1998, p. 32). Positivists recognise only positive facts and observable events - those 
things that can be seen, measured and be counted as facts. The system equates very 
closely with the traditional, scientific view of the world. In fact, August Comte (1798-
1857) who coined the term drew his ideas from the "scientific" world view that was 
developing at the time, and applied them to the world of sociological thought. This 
maintains that knowledge is about description rather than questioning. Positivism takes 
little account of beliefs or feelings, although strangely some of its more extreme 
character seems to be drawn towards mysticism. In addition, positivism is primarily 
concerned with prediction through application of the laws derived rather than through 
explanation. Positivist also claims that scientific knowledge is advanced only through 
theory that can be falsified by testing of hypotheses-deduction (Popper, 1959). In other 
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words, they are objective analysts who give detached interpretations about those data 
which have been collected in a value-free manner (Saunders et al. 2003) and emphasise 
a highly structured methodology to facilitate replication (Gill & Johnson, 2002). 
Positivism is mostly associated with the use of quantitative methods of data analysis and 
techniques such as data gathering by questionnaire and experiment. Additionally, data 
in this paradigm tends to be highly specific and precise, and while reliability is high, 
validity is low (Collis & Hussey, 2003).  
 
The phenomenologist on the other hand tries to discover “the details of the 
situation to understand the reality or perhaps a reality working behind them” (Remenyi 
et al., 1998, p. 35). Phenomenology is a very different way of viewing the world in 
comparison to positivism. Phenomenologist is concerned with what things mean, rather 
than with identifying and measuring phenomena. They are particularly interested in the 
idea that human experience is a valuable source of data, as opposed to the idea that true 
research or discovery lies in simply measuring the existence of physical phenomena 
(Robson, 2002). In addition Bryman and Bell (2003: 16) noted that, this is concerned 
with “the question of how individuals make sense of the world around them and how in 
particular the philosopher should bracket out preconceptions in his or her grasp of that 
world”.  
 
The focus of phenomenology is to examine conscious experiences from the first 
person (interviewer or observer) point of view that involves perceptions, thoughts, 
desires, memories, emotions and imagination to social interactions (Hair et al. 2007). 
According to Easterby-Smith et al. (2002) phenomenology represents the social reality 
that subjective processes such as creativity and intuition are as important as the logic of 
positivism in creating advances of knowledge. Consequently, it tends to produce 
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qualitative data, use small samples, and is concerned with generating theories. 
Phenomenology is mostly associated with qualitative data collection methods such as 
in-depth interviews, group discussion, participation observation and ethnography, that 
allow the researcher to more fully understand and explore in depth the issues or 
situation of concern (Hakim, 1987). Thus, it is concerned with explanation rather than 
prediction. Also, in this paradigm, data is likely to be rich and subjective, and while 
reliability is low, validity is high (Collis & Hussey, 2003).  More assumptions about the 
differences between positivism and phenomenology are shown in Table 4.1. 
 
Table 4.1 Differences of Positivism and Phenomenology 
Assumptions 
about 
Positivism Phenomenology 
Epistemology Human experience of the world reflects an 
objective, independent reality that exists 
beyond the human mind. 
Try to make sense of the world and 
intentionally form knowledge 
which is built through social 
construction of the world. 
Ontology Separation between subject (researcher) and 
object (the phenomena in the world) which is 
dualistic in nature 
Reality and the individual who 
observes it cannot be separated 
Research Aims Participant has inherent qualities that exist 
independently of the researcher  
Participant is interpreted in light of 
meaning structure of researcher‟s 
live experience 
Methods Quantitative, statistic Qualitative, Interpretive 
Reliability Replicability, findings and results can be 
reproduced, high reliability 
Data rich and subjective, low 
reliability 
Validity Data measures reality, low validity Defensible knowledge claims, high 
validity 
Sources: Robson (2002); Collis & Hussey (2003)  
 
Neither positivism nor phenomenology in their single stance would help much to 
study leaders‟ cognitive styles to answer the questions of leadership effectiveness. The 
critical question is whether or not researchers need to choose the most appropriate one 
and obey only one philosophical domain. Despite the tendency to address these two 
paradigms as diverse, there is a suggestion that this paradigm should be viewed as 
complimentary (Bryman, 1988; Easterby-Smith et al. 2002; Allison, 1993). Since the 
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aims of science are both explanation and prediction, it follows that both positivism and 
phenomenology arguably should have an equal place. Saunders et al. (2003) suggest 
that not all people operate within pure forms, and particularly researchers in business 
and management studies often mixture various paradigms. There is also a significant 
body of work (Bryman, 1988; Wilmott, 1990; Watson, 1997) which recognises that 
researchers should not be limited or obliged to use only one philosophical domain, in 
fact significant benefits can accrue by combining aspects of both paradigms. Moreover, 
the strength of combining both approaches in a single research is widely recognised and 
applied (Bryman, 1988). Thus, a qualitative exploratory study is frequently carried out 
as a separate stage in research to complement quantitative survey results (Creswell, 
2009). 
 
The distinction between quantitative and qualitative approaches seems obvious; 
however in research practice the differences become much lesser clear (Silverman, 
2000). Despite numerous challenges, debates and arguments against a combination of 
approaches (see Burrell & Morgan, 1979; Delamont & Hamilton, 1984; Jackson & 
Carter, 1991), the mixed method has emerged as a viable alternative to purely 
quantitative or qualitative methods and designs. Specifically, quantitative and 
qualitative methods could be combined that provide triangulation both from different 
data sources and different methods to elaborate on results from the other method as 
complementary, use results from one method to help develop or inform the other 
method (see Creswell, 2009; Goodyear et al., 2005, and Beck, 2005). Robson (2002) 
points out the value of combining quantitative and qualitative approaches and data 
collection methods. Creswell (2009) notes that mixed methods research using both 
methods have „come of age‟. Moreover, the strength of combining both approaches in a 
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single research is widely recognised and applied (Bryman, 1988). Hence, instead of 
trying to be consistent with one paradigm, what the pragmatic pluralist can do is to be 
more flexible by combining various philosophical elements in order to make sure that 
the proposed research is heading in the right direction. 
 
Figure 4.2 Two Stages for Reaching Current Research’s Goal 
 
 
 
 
 
 
  
 
As illustrated in Figure 4.2, the present research can be divided into two stages: 
the quantitative study (Stage 1) and the qualitative study (Stage 2), and each stage has 
different purposes, different samples, different data collection methods, and different 
data analysis methods (which will further explained in Section 4. 6). Stage 1 is 
concerned with quantitative approach which employs positivist assumptions, whilst 
Stage 2 is concerned with a qualitative approach that places emphasis on 
phenomenological assumptions in order to reach the overall research aims which are in 
accordance with the principles of pragmatic pluralism (Watson, 1997).  
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(Overall outcomes) 
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Data Analysis 
Exploratory Factor Analysis 
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Data Analysis 
Template Analysis 
Content Analysis 
Descriptive Analysis 
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4.4.1 Mixed Method Research Design and Pragmatic Pluralism 
 
According to Creswell (2009: 4), mixed methods research is “an approach to 
inquiry that combines or associates both qualitative and quantitative forms”. It involves 
the use of both approaches to highlight that the overall strength of investigation is 
greater than by using single approach either qualitative or quantitative. The debate 
between quantitative and qualitative was termed by Tashakkori and Teddlie (2003) as 
“Paradigm Wars”. Despite the debates and “wars”, the development and perceived 
legitimacy of both qualitative and quantitative research has led to mixed methods 
approach gaining popularity (Creswell, 2009). Therefore, in this section the 
philosophical worldview and assumption that go along with this study, the strategy of 
inquiry and the specific methods used are explained. 
 
Guba (1990: 7) defines worldview “as a basic set of beliefs that guide action”. 
The term worldview or as it is often called the paradigm held by researcher is the 
perspective that leads them to embrace qualitative, quantitative or mixed methods in 
undertaking their research (Lincoln & Guba, 2000; Creswell, 2009). Although 
philosophical view remains largely hidden in research (Slife & Williams, 1995), it is 
still significance and influences the practice of research, therefore must be 
acknowledged. Creswell (2009) has outlined four different worldviews: postpositivism, 
constructivism, advocacy/participatory and pragmatism. Concerning to this study which 
is a mixed method approach, the pragmatic paradigm was adopted. 
 
Pragmatism is a paradigm that takes place according to actions, situations and 
consequences rather than antecedent conditions (Creswell, 2009). For pragmatist, truth 
is “what works at the time” (Robson, 2002: 43; Creswell, 2009: 11). In line with this, 
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Tasakkori and Tedlie (2003) see that pragmatic paradigm as having intuitive appeal, and 
suggested the feasibility of conducting qualitative and quantitative approaches side by 
side. Furthermore, this paradigm allows investigation in the area of interest, deploying 
methods that are appropriate and using findings in a positive manner in harmony and do 
not see the world as an absolute unity (Armitage, 2007; Creswell, 2009). Therefore, the 
pragmatists are pluralists in principle. 
 
According to Watson (1997), the pluralist strategy has clear appeal for 
management research. This integrative philosophical approach proposed by Watson 
(1997) was described as „Pragmatic Pluralism‟. Researchers adopting pragmatic 
pluralism do not follow the methodological guidelines of a particular paradigm, but 
instead, try to utilise various elements to produce their own integrative paradigm with 
its own ontological, epistemological, and methodological integrity which makes sense 
to both researchers themselves and their audiences (Watson, 1997). In other words, this 
study is a combination of “intensive” and “extensive” research (Sayer, 2000). This 
approach is pragmatic because of the need to answer the question of „what is it that I 
want to know?‟ (Sussman, 1983), whilst the pluralism recognises the combination 
between different traditions for greater insight into the complexity and ambiguity of the 
issues and phenomena under assessment (Reed, 1985) that plays as a means of drawing 
together concepts  into a single coherent perspective (Watson, 1997). According to 
Taket and White (1996) pragmatic pluralism represents a growing tradition of multi-
methodology, roles of interventionists, modes of representation and different 
rationalities and nature of the subject with considerable development through practice 
and theorizing.  
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4.5 RESEARCH AIMS AND OBJECTIVES 
Having described the importance of this present research and why it is needed 
(Section 4.2) the purpose of this study is to explore leadership effectiveness. In doing 
so, this study aims to explore the relationship between leadership approaches 
(transformational and transactional) and cognitive style (analysis and intuition) from 
both followers and leaders‟ perceptions. The specific objectives which arise from the 
research aim of this research are outlined below:- 
1. To ascertain the leadership approach that is mainly exhibited by leaders in 
Malaysian GLCs. 
2. To ascertain the cognitive style that is mainly employed by leaders in Malaysian 
GLCs. 
3. To explore the relationships between leadership approaches (transformational and 
transactional), cognitive styles (analysis and intuition), and leadership effectiveness 
from leaders‟ assessment. 
4. To explore the relationships between leaders‟ leadership approaches 
(transformational and transactional), leaders‟ cognitive styles (intuition and 
analysis) and leadership effectiveness from followers‟ perceptions. 
5. To compare and contrast the results between leaders‟ assessment and followers‟ 
perceptions regarding leadership approaches, cognitive styles and leadership 
effectiveness. 
6. To identify, using qualitative data gathered from informants, leaders‟ perceptions of 
leadership effectiveness, leadership approaches and cognitive style. 
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4.6      RESEARCH QUESTIONS 
 In order to assess leadership effectiveness, this section identifies specific 
research questions (RQs). The concept of leadership, followership and individual 
differences through cognitive styles is significantly meaningful in the present study. 
Twelve research questions in total are outlined below intended to guide the direction of 
the research to serve as the basis for critically analysing both quantitative and 
qualitative data collected during the course of this investigation. As this research is 
multi-method by design, research questions pertaining to quantitative study to assess 
both leaders and followers in the GLCs has been developed. Nine research questions 
assessed both followers and leaders, including the relationship between leadership 
approaches, cognitive styles and leadership effectiveness. The research questions also 
examined the differences in the mean score of leadership approaches, cognitive style 
and leadership effectiveness between followers and leaders samples. Each of the 
research questions will be explained explicitly below.  
 
4.6.1 Research Questions of Followers and Leaders’ Assessment 
 The assessments for leaders and followers have six specified research questions 
(RQs) as follows:  
RQ1a - Is there a difference in the factor structure of leadership approaches scales 
(transformational and transactional) between followers‟ perspective and leaders‟ 
assessment? 
RQ1b - Is there a difference in the reliability of leadership approaches scales 
(transformational and transactional) between followers‟ perspective and leaders‟ 
assessment? 
RQ1c – Is there a difference in the mean score of leadership approaches between 
followers and leaders‟ samples? 
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RQ1d – Which leadership approach is mainly adopted by the leaders from followers‟ 
perspective and leaders‟ assessment? 
RQ1e – How are age, gender, level of education and experience related to leaders‟ 
leadership approaches (transformational and transactional)? 
 
RQ2a – Is there a difference in the factor structure of cognitive style (analysis and 
intuition) scales between followers‟ perspective and leaders‟ assessment? 
RQ2b - Is there a difference in the reliability of cognitive style scales (analysis and 
intuition) between followers‟ perspective and leaders‟ assessment? 
RQ2c – Is there a difference in the mean score of cognitive style between followers and 
leaders‟ samples? 
RQ2d - Which domain of cognitive style is mainly adopted by the leaders from 
followers‟ perspective and leaders‟ assessment?  
RQ2e - How are age, gender, level of education and experience related to leaders‟ 
cognitive style (analysis and intuition)? 
 
RQ3a – Is there a difference in the factor structure of leadership effectiveness scales 
between followers‟ perspective and leaders‟ assessment? 
RQ3b - Is there a difference in the reliability of leadership effectiveness scales between 
followers‟ perspective and leaders‟ assessment? 
RQ3c – Is there a difference in the mean score of leadership effectiveness between 
followers and leaders‟ samples? 
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RQ4 – Is there any relationship between leadership approaches (transformational and 
transactional) and cognitive styles (analysis and intuition) in either followers or leaders‟ 
samples? 
This research question aims to explore the relationship between leaders‟ 
leadership approaches (transformational and transactional) and cognitive styles 
(analysis and intuition). By taking a quantitative approach, this particular research 
question will examine the relationships between different leadership approaches 
(transformational and transactional) and different cognitive styles (analysis and 
intuition) from both followers and leaders samples. There is no known specific research 
done on the relationship between leadership approaches (transformational and 
transactional) and cognitive styles (analysis and intuition). Thus, this RQ also intend to 
match and compare the result between followers and leaders.  
 
RQ5 – Is there any relationship between leadership approaches (transformational and 
transactional) and leadership effectiveness in either followers or leaders‟ samples? 
This present research adopts the definition of leadership effectiveness from Yukl 
(2002) as he proposed three types of leadership effectiveness indicators: (a) „the extent 
to which a leader‟s organizational unit performs its task successfully and attains its 
goals‟ (p. 8), (b) the attitude of followers towards the leader, and (c) the contribution of 
the leader to the quality of group processes. Bass (1996) claims that the full range 
leadership model is universal, and has proved that transformational leadership is more 
effective than transactional leadership, however in this different setting and culture, this 
RQ5 aims to explore quantitatively the relationship between leadership approaches 
(transformational and transactional) and leadership effectiveness. It is therefore to 
match and compare the results between followers and leaders in order to determine 
leadership effectiveness. 
Chapter 4                                                                                                                          Abdul Halim Busari 
 
97 
 
RQ6 – Is there any relationship between cognitive style (analysis and intuition) and 
leadership effectiveness in either followers or leaders‟ samples? 
This research question aims to explore the relationship between cognitive style 
(analysis and intuition) and leadership effectiveness. According to Bass (1990), 
intuition plays an important role in effective management and leadership. Intuitivists 
prefer open-minded approaches to solve problems and decision making, rely on random 
methods of exploration, tend to be non-conformist, remembering spatial images most 
easily, and working best with ideas which require overall assessment (Allinson and 
Hayes, 1996). Analysts on the other hand, prefer a structured approach to solving 
problems and decision making and tend to use systematic methods of investigation, 
recall verbal material most readily and are especially comfortable with ideas requiring 
step by step analysis (Allinson, Armstrong & Hayes, 2001).  
RQ7 – What are the perceptions of Malaysian GLC‟s leaders regarding leadership 
effectiveness? 
RQ8 - What are the perceptions of Malaysian GLC‟s leaders regarding transformational 
and transactional leadership approaches? 
RQ9 - What are the perceptions of Malaysian GLC‟s leaders regarding analysis and 
intuition cognitive styles? 
RQ10 - Which leadership approach is more preferable among Malaysian GLC‟s leaders 
to determine leadership effectiveness? 
RQ11 - Which cognitive style is more preferable among Malaysian GLC‟s leaders to 
determine leadership effectiveness? 
RQ12 - Are there any common criteria about leadership effectiveness found from the 
new LEQ and MLQ? 
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The last six RQs above focus on leaders‟ perceptions regarding leadership effectiveness, 
leadership approaches and cognitive styles.  
 
4.7 RESEARCH DESIGN AND METHODOLOGY 
 A research design is a coherent plan of investigation that fits with the theoretical 
perspectives and aims that underlie the research. As suggested in the literature, notably 
by Sarantakos (2005), and Bradshaw and Stratford (2000), the research design should 
be appropriate to the research questions and objectives, and based on a broad 
understanding of methods and approaches including the strengths and weaknesses. 
Having presented the objectives and research questions, this section now review the 
overall methodologies employed in management and business research, as in 
accordance to Saunders‟ et al., (2003) „research process onion‟ (see Figure 4.3). In the 
following sub-sections every layer of the research processes that employed in this 
present research is explained. 
 
4.7.1 Research Philosophy and Research Approaches 
 As discussed in Section 4.3 this present research adopts „pragmatic pluralism‟ 
(Watson, 1997) which helps to build bridges between conflicting philosophies in order 
to produce its own integrative paradigm. Taking a pragmatic and pluralist position will 
help improve communication between different paradigms as an attempt to advance 
knowledge (Watson, 1997; Maxcy, 2003). Pragmatism also helps to shed light on how 
research approaches can be mixed fruitfully (Hoshmand, 2003). The pragmatic 
philosophy is concerned with real world situations, problems and solutions. This 
philosophy focuses on the research problem.  
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Figure 4.3 Research Processes ‘Onion’ 
 
 
 
 
 
 
 
 
 
 
Source: Adapted from Saunders et al. (2003: 83) 
 
4.7.2 Research Strategies 
 The strategy adopted in this research fits most closely with the approaches for 
mixed methods outlined above. Research strategies listed in the third layer of Figure 4.3 
are „survey‟, „experiment‟, „case study‟, „grounded theory‟, and „action research‟. The 
first stage is primarily quantitative, consisting of a survey questionnaire distributed for 
completion by leaders and followers in the participating companies. The advantages of 
using a survey are that it enables the researcher to collect a large amount of data from a 
sizeable population in a highly economical way (Saunders et al., 2003). Some of the 
participant companies requested online version or web-based questionnaires to be 
distributed to their leaders and followers in the company, so quite a number of surveys 
were administered online. The aim of this stage is to provide a much wider base of data 
that covers the same topic concerning leadership approaches, cognitive styles and 
leadership effectiveness.  The quantitative survey provides a means to be compared, 
contrasted and validated with the qualitative strategy.   
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4.7.3 Data Collection Methods 
 The final layer shown in Figure 4.3 is concerned with the data collection 
methods which include „interviews‟, „focus groups‟, „observations‟, and 
„questionnaires‟. Questionnaires and interviews are among the options that have been 
adopted in this research. In the first stage questionnaires were used to collect data on a 
broad basis of exploring leadership effectiveness and the second stage of the research, 
that is primarily but not exclusively qualitative, gathered data using semi-structured 
interviews with leaders to get their perceptions of leadership effectiveness to improve 
the representativeness of the findings, enrich and widen the data. Since the research is 
exploratory, semi-structured interviews are frequently used technique to gather 
qualitative information in management research (Szabo, 2006; Bryant, 2006). Further 
explanations of data collection methods will be taken into account in the following 
chapter.  
 
4.8 CHAPTER SUMMARY 
 This chapter has outlined the research design which explained the importance of 
the research by revisiting the research need, philosophy and Malaysian cultural 
perspectives underlying the whole design of the research.  It also described the specified 
research aims, objectives and research questions. This chapter also highlights the 
research methodologies within a framework of Saunders‟ et al (2003), „research process 
onion‟ that clarifies that this research has adopted the pragmatic pluralism stance that 
employ both deductive and inductive approaches that apply surveys as research 
strategies and survey questionnaire (paper-based and web-based) and semi-structured 
interviews as data collection methods.  The next chapter describes the research 
methodology that will further discuss specific data collection methods and analyses 
techniques.  
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CHAPTER 5 
 
RESEARCH METHODS 
Figure 5.1 Thesis Topic Chain 
 
 
 
 
 
 
 
5.1      INTRODUCTION 
 
The previous chapter outlined the research design, philosophies, aims, objectives 
and research questions. This chapter describes the specific methods and tools used in 
the present investigation, based on the research design defined in Chapter 4. Firstly, the 
relationship of the methods used to the overall research design is summarised (Section 
5.2). Ethical consideration is presented in Section 5.3. Then, the methodology for the 
Stage 1 study, a survey questionnaire of GLCs leaders and followers is presented. 
Sample selection (Section 5.4), respondents (Section 5.5), instrumentation (Section 5.6), 
data collection procedures (Section 5.7) and data analyses and procedure (Section 5.8) 
are described. Secondly, methodology for the Stage 2 semi-structured interview is 
presented. Details are given of the interviews participants (Section 5.9) and instrument 
development (Section 5.10), data collection procedures (Section 5.11), and data 
analyses (Section 5.12).  Therefore the purpose of this chapter is to demonstrate strong 
multi-method research design devised to address the research questions, utilising 
advanced statistical tests and appropriate qualitative data analysis procedures to 
evaluate research results. A summary of the chapter is provided at the end (Section 
5.13). 
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5.2 RELATIONSHIP WITH RESEARCH DESIGN  
 
 This chapter generally defines the epistemology and theoretical perspective 
adopted in this research. Pragmatism focuses to mixed methods research in that 
inquirers draw liberally from both quantitative and qualitative assumptions (Creswell, 
2009) that lead to mixed methods of data collection strategy. As explained by Bradshaw 
and Stratford (2000), qualitative and quantitative approaches address different research 
questions, employ different research methods, and ensure rigour by those routes. They 
also provide the researcher with different challenges and call on different intellectual 
abilities. As a means of learning about a situation, qualitative methods such as semi-
structured/in-depth interviews provide a richness of experience that cannot easily be 
matched by books, articles, visual media or quantitative methods (Bryman & Bell, 
2003). Conversely, quantitative methods encourage a detached perspective that may be 
more difficult to achieve in the interpersonal situations which is most common in 
qualitative methods. In addition, quantitative methodology, such as a questionnaire 
survey, demands a degree of intellectual rigour that is a useful complement to the 
intuitions and observations called forth in qualitative methodology (Creswell, 2009).  
 
 Therefore, the research has two main concurrent stages: the first stage primarily 
a quantitative survey questionnaire of leaders and followers, and the second stage are 
primarily semi structured interviews with leaders. The purpose of targeting both groups 
of leaders and followers concurrently at the first stage was to match and compare 
leadership effectiveness from different perspectives. This chapter give details of the 
specific methods used for the two stages of this research. 
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5.3 ETHICAL CONSIDERATION 
 
As this research involves collecting data from people and about people (leaders 
and followers in the organisations), ethical issues have been an important consideration 
within the framework of this thesis (Punch, 2005). These ethical considerations are 
crucial in order to protect research participants and organisations from harm as well as 
to develop trust with them (Creswell, 2009). Additionally, according to Israel and Hay 
(2006) ethical considerations will increase the integrity of research which will guard 
against misconduct and impropriety of the participating organisations. Ethical 
considerations also provide values that are important to societal elements such as 
culture, religious issues, equality and gender. Ethics also must be in place so that the 
chance for misleading results is minimised. Ethical issues are discussed in this section 
especially in relation to research design, data collection and data analysis. Ethical 
consideration also emphasized during data analysis and writing, and the dissemination 
of findings.  
 
The informed consent of all participating organisations was obtained before the 
survey and interview were conducted in the field. The informed consent letter had an 
attached reply slip. In the letter companies were given a clear explanation about the 
researcher and contact person, the nature of the study, the purpose of the research, and 
the sponsoring institution. As suggested by Sarantakos (2005), the letter of consent also 
outlined the benefits of participating, a guarantee of confidentiality and explanation as 
to how the data collected was treated. An assurance that participants may withdraw at 
any time was also included. The reply slip gave the organisation a choice as whether to 
participate in or to withdraw from the research. Given that, this is a mixed method 
study, upon agreement they were given a choice to participate in the survey 
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questionnaire or interviews or both. A copy of this letter and reply slip is included in 
Appendix 8 and Appendix 9.  
 
In the field, the cover of each questionnaire whether paper-based or web-based 
and the interview sessions addressed the identification of the researcher, the purpose of 
the research, the benefits for participate, contact details and the assurance of 
confidentiality and explanation as to how the data collected will be treated. The 
anonymity of the respondents/informants was protected at all times through the use of 
codes/pseudonyms (see Appendix 1, 2, 3 and 4). In addition, individual respondents 
within organisations were also treated as anonymous as well.  
 
In the data analysis, no other party has involved in the analysis process for either 
quantitative or qualitative data. Only the researcher was fully involved in the process. 
For questionnaire survey, in order to ensure confidentiality, the participants‟ responses 
have been coded using a combination of alphanumeric code. For example, the first 
participant from the first organisation was coded as A1. The code was written in a box 
provided in the first page of the each completed questionnaire.
 
For the interviews, since 
there were only ten interviews conducted, participants were coded as Informant 1 to 
Informant 10.  
 
Finally, ethical consideration in the report writing also has been taken seriously. 
Identification of participating organisations was based on the business or industry they 
are mainly dealt with for instance manufacturing, and engineering and motoring. For the 
interviews, the participants were acknowledged as “informant”, and they are identified 
based on the chronology of the interview conducted such as Interview Two. 
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5.4 SURVEY QUESTIONNAIRE-Sample Selection 
 
Permission to conduct this research was sought from each Government-Linked-
Company (GLC) in Malaysia from July 2008. Apart from that, the researcher also had 
to seek approval from the Malaysian Higher Education Ministry in order to conduct this 
research in Malaysia. By December 2008 approval from Ministry of Higher Education 
was obtained. There are over 40 GLCs in various types of industries and businesses. 
Two conditions were stipulated by most participating GLCs: that they may withdraw at 
any time from the study, and that the confidentiality and privacy of the companies must 
be protected.  
 
Initially, all GLCs in Malaysia were identified according to their nature of 
businesses and industries. Informed consent and correspondence was obtained from the 
selected GLCs to take part in the research. The short-listed firms were then approached 
with a letter addressed to the President/Chief Executive Officer or Managing Director, 
making specific reference to why their organisation was selected, and outlining the 
benefits they could get from taking part in the research. Companies within each 
business and industry were listed randomly and the first three companies contacted by 
letter, followed by email to ascertain their interest in this research. If a preparedness to 
be involved was expressed by the Chief executive Officer, or Managing Director or 
General Manager, then a contact person was appointed, and a material pack containing 
instructions and questionnaires was sent to that particular person (mainly officer from 
Public Relations/Human Resources). A follow-up email with the contact person within 
each participating company was arranged to coincide with the delivery of the materials 
pack. 
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5.5 SURVEY QUESTIONNAIRE-Respondents  
 
The above sample selection procedure resulted in 331 followers and 172 leaders 
from seven various sector of industries and businesses of GLCs in Kuala Lumpur and 
Shah Alam, Malaysia volunteering to participate in the study. Prior to administering the 
questionnaires, codes were created for each department in each GLC which allowed the 
researcher to differentiate among the department and GLCs.  
 
For the followers, there were 331 usable questionnaire responses collected. The 
characteristics of respondents and a list of companies in the GLCs involved are 
summarised in Table 5.1. Participation was on a voluntary basis, and responses 
remained entirely confidential. The response rate to the questionnaire was 55.1%. 
Participants were asked to indicate their age, gender, level of education which indicates 
SPM/STPM (equivalent to O level/A level in the UK); Diploma/Degree; Master; and, 
PhD and length of service. The average age of the sample was 34.3 years. The sample 
consisted of 168 (50.8%) males and 163 (49.2%) females. For job status, 100 percent 
were from full-time employees. A majority of the sample (91%) had been in service up 
to 10 years. For types of GLC‟s business, 30 were collected from manufacturing 
companies, 68 from banking/finance companies, 46 from insurance companies, 77 from 
telecommunication companies, 48 from engineering and motoring companies, 37 from 
public fund and investment, and 25 from a technology development company.  
 
For the followers, of the 331 responses collected, 184 responses were from web-
based questionnaires. This portion of the sample consisted of 90 (48.9%) males and 94 
(51.1) females. Another 147 responses were collected from paper-based questionnaires. 
This part of the sample consisted of 77 (52.4%) males and 70 (47.6%) females. For the 
leaders, of the 172 responses collected, 96 were from web-based questionnaires [54 
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(56.3%) males and 42 (43.8) females] and 76 were from paper-based questionnaires. 
This sample consisted of 40 (52.6%) males and 36 (47.4%) females. The multi-data 
source (web-based and paper-based) was used to avoid a single source bias (Tracey & 
Hinkin, 1998) and to increase the size of the sample. A series of Independent sample t-
test were run to compare between these two types of responses. The results of t-test 
showed no significant differences between collection methods and hence it can be 
assumed that the nature of response does not create any bias (Appendix 6 and Appendix 
7).  
 
Table 5.1 Characteristics of respondents  
  Followers  
N= 331 
% Leaders 
N=172 
% 
Age 24-28 
29-33 
34-38 
39-43 
44-48 
Missing 
45 
92 
130 
43 
16 
5 
13.6 
27.8 
39.3 
13.0 
4.8 
1.5 
- 
- 
70 
72 
30 
- 
- 
40.7 
41.9 
17.4 
`Gender Male 
Female 
168 
163 
50.8 
49.2 
94 
78 
54.7 
45.3 
Education Level SPM/STPM* 
Diploma/Degree 
Master 
PhD 
4 
261 
31 
5 
1.2 
78.9 
18.4 
1.5 
- 
116 
52 
4 
- 
67.4 
30.2 
2.3 
Length of Service 1-5 
6-10 
>11 
Missing 
207 
95 
24 
5 
62.5 
28.7 
7.3 
1.5 
88 
42 
42 
- 
51.2 
24.4 
24.4 
- 
Types of GLC 
Business  
Insurance 
Banking and Finance 
Telecommunication 
Manufacturing 
Engineering and Motoring 
Public Fund and Investment 
Technology Development 
46 
68 
77 
30 
48 
37 
25 
13.9 
20.5 
23.3 
9.1 
14.5 
11.2 
7.6 
24 
29 
35 
23 
28 
18 
13 
14.0 
16.9 
20.4 
14.5 
16.3 
10.5 
7.6 
 
For the leaders, there were 172 usable responses collected. Participation was 
also on a voluntary basis, and responses remained entirely confidential. The average age 
of the respondents was 40 years. The respondents consisted of 94 (54.7%) males and 78 
(45.3%) females. For job status, all participants were full-time. Most of the sample 
(75.6%) had been in the company between 3 to 9 years. For types of GLC‟s 
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business/industry, 23 (14.5%) were collected from manufacturing companies, 29 
(16.9%) from banking/finance companies, 24 (14.0%) from insurance companies, 35 
(20.4%) from telecommunication companies, 28 (16.3%) from engineering and 
motoring companies, 18 (10.5%) from public fund and investment, and 13 (7.6%) from 
a technology development company. These characteristics are summarised in Table 5.1. 
 
 
5.6 SURVEY QUESTIONNAIRE- Instruments 
 
The instruments to measure leadership effectiveness, leadership approaches and 
cognitive styles were self-completion paper-based and web-based questionnaires. It 
comprises the modified version of two established instruments and new developed 
leadership effectiveness questionnaire as follows: 
1. Bass & Avolio‟s (1997) Multifactor Leadership Questionnaire (MLQ) Form5X-
Short. 
2. Allinson & Hayes‟s (1996) Cognitive Style Index (CSI). 
3. Leadership Effectiveness Questionnaire (LEQ). 
 
5.6.1 Multifactor Leadership Questionnaire (MLQ 5X-Short) 
As noted above, Section A of the main questionnaire contained Bass and Avolio‟s 
(1997) Multifactor Leadership questionnaire (MLQ) Form 5X-Short consists 36 items, 
with four items assigned to each of the following leadership scales: 
1. Inspirational Motivation 2. Idealise Influence Attributed 
 
3. Intellectual Stimulation 
 
4. Idealise Influence Behaviour 
 
5. Individualise Consideration 
 
6. Contingent Reward 
 
7. Management-by-Exception Active 
 
8. Management-by-Exception Passive 
 
9. Laissez-faire 
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The Multifactor Leadership Questionnaire, MLQ (5X-Short) which was 
developed from the conceptual and empirical studies of Bernard Bass (1985) and is 
based on James MacGregor Burns‟ (1978) seminal work, was chosen as the measure of 
leadership approaches. Bass‟s (1985) initial MLQ included the five subscales of 
charismatic-inspirational leadership, individualized consideration, intellectual 
stimulation, contingent reward, and management by exception. Later, Bass & Avolio 
(1990) introduced MLQ Form 5R that consists of six subscales: charismatic, 
inspirational motivation, intellectual stimulation, contingent reward, and management-
by-exception. Bass & Avolio (1997) then presented the MLQ Form 5X-Short. This new 
version of MLQ contained nine subscales of five scales for transformational, three 
scales for transactional and one scale for non-leadership respectively.  
 
Bass and Avolio (1997) defined transformational leadership as the ability to 
influence others towards goal attainment by changing followers‟ beliefs, values and 
needs. By contrast, transactional leadership concerns itself with daily organisational 
operations, using effort exchange for reward as the primary means of leadership (Bass 
& Avolio, 1997). Conceptually, transformational leadership “augments” transactional 
leadership, by adding to it and raising followers‟ awareness and their motivation to 
work for the achievement of the greater vision and mission of the group. 
 
The following five scales are the descriptions of transformational leadership 
approaches: 
1. Idealised Influence (attributed): These leaders are role models; they are 
respected and admired by their followers (Stewart, 2006). Followers want to 
emulate their leader (Avolio & Bass, 2002). Leaders like this are often described 
as charismatic with a high degree of morality, trust and integrity.  
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2. Idealised Influence (behaviour): Leaders arouse strong follower emotions and 
identification with the leader (Yukl, 2002). Leaders have a clear vision and 
sense of goal and they are willing to take a risk (Stewart, 2006). 
3. Inspirational Motivation: Leaders communicating an appealing vision, using 
symbol to focus followers‟ efforts, and modelling appropriate behaviours (Bass 
& Avolio, 1990). These leaders generate enthusiasm, motivate followers to get 
involved in envisioning attractive future states and they demonstrate a 
commitment to goals and a shared vision ( Avolio & Bass, 2002; Stewart, 2006). 
4. Intellectual Stimulation: These leaders increase followers‟ awareness of 
problems and influence followers to view problems from a new perspective 
(Yukl, 2002). Leaders actively solicit new ideas and new ways of doing things 
and followers get involved in the process of addressing problems and finding 
solutions (Avolio & Bass, 2002). 
5. Individualised Consideration: These leaders pay attention to the needs of each 
individual follower and the potential for developing them. Interaction and 
communication is encouraged and the leaders are aware of individual concerns 
(Bass, 1998). These leaders establish a supportive climate where individual 
differences are recognised and respected (Avolio & Bass, 2002). 
 
 The MLQ Form 5X also includes another three scales of transactional leadership 
approaches as explained in the following: 
1. Contingent Reward: These leaders use incentives and rewards to gain 
motivation as it relates back to Burns‟ (1978) work, where the leader assigns 
work and then rewards the follower for carrying out the task (Avolio & Bass, 
2002; Yukl, 2000). 
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2. Passive-Management by Exception: These leaders tend to be somewhat 
laissez-faire but take action when problems occur or mistakes are made (Avolio 
& Bass, 2002). They avoid unnecessary change and only intervene when 
exceptional circumstances become apparent. This approach as a hands-off 
leadership approach until a subordinate or follower elicits a need for an 
intervention. However, this management style creates only an opportunity for 
negative feedback (Yukl, 2002).  
3. Active-Management by Exception: In contrast the active leader pays very 
close attention to any problems and has extensive and accurate monitoring and 
control systems to provide early warning of problems (Avolio & Bass, 2002). 
This style tends to produce only moderate performance. There is a divergence in 
regard to rule enforcement after a mistake is encountered (Stewart, 2006). 
 
Finally, Bass and Avolio (1997) also included a non-leadership factor, Laissez-
Faire or Passive-avoidant leadership, in the MLQ instrument which is considered a 
non-leadership approach. This leadership is virtually an avoidance of leadership 
approach that abandons responsibility, avoid making decision, and no transactions are 
carried out. Bass and Avolio (1997) suggested that in this style of leadership, decisions 
were often delayed or not made, and no attempt was made to motivate followers or to 
recognise and satisfy follower needs. This is considered the most inactive and 
ineffective approach to leadership among researched leadership approaches (Avolio & 
Bass, 2002). These items are included in the present studies to assure a maximum 
degree of comparability with other studies. Moreover, the Laissez-Faire items are 
formulated according to the original American version (Bass & Avolio, 1995a).  
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5.6.2 Cognitive Style Index (CSI) 
Allinson and Hayes‟ (1996) Cognitive Style Index contains 38 items with 21 items and 
17 assigned to each of the following scale respectively: 
i. Analytical 
ii. Intuitive 
Although there are several other instruments to measure cognitive style, the CSI 
was selected as this questionnaire measures intuition and analysis as opposite poles of a 
uni-dimensional construct. As this research deals with GLCs in Malaysia which consist 
of about 45% of the business companies run in the country, the CSI fits as “a 
psychometrically sound instrument that is convenient to administer in large-scale 
organizational studies” (Hayes et al., 2003: 119). 
 
The Cognitive Style Index (CSI) constructed by Allinson and Hayes (1996) is a 
measure of an individual‟s position on a bipolar analysis-intuition dimension of 
cognitive style. This questionnaire consisting of 38 items rated on a trichotomous scale 
(true coded as “2” ;uncertain coded as “1”;and false coded as “0”) with a maximum 
score of 76 (the higher the score indicates analytical and less intuitive, and vice versa). 
It was initially derived from a pool of 129 items devised by Hayes and Allinson (1994) 
which used the term „intuition‟ to describe „right brain‟ thinking, and „analysis‟ to 
explain „left brain‟ thinking (Spicer, 2004).  There are 21 items representing analysis 
and 17 items represent intuition. While previous research has supported the unifactorial 
structure of the CSI (e.g., Brigham et al., 2007; Sadler-Smith, Spicer, & Tsang, 2000), a 
study that reassessed the CSI by Hodgkinson and Sadler-Smith (2003) found that a two-
factor model with correlated factors demonstrated an improved approximation of 
answers on the CSI. In order to treat intuitive and analytic item as separate scales, 
Hodgkinson and Sadler-Smith (2003) suggested revised scoring procedures in which 
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both the intuitive and analytic scales be treated as separate scales where 17 intuitive 
items are negatively scored whilst 21 analytic items are positively scored. In developing 
items for the CSI, it has demonstrated consistent and acceptable results in term of test-
re-test reliability in the range of .78 to .90 (see Allinson and Hayes, 1996, Armstrong, 
2000). In addition, CSI also displays good reliability in respect of internal consistency 
in which Cronbach‟s Alpha in the range of .79 to .92 (see Allinson & Hayes, 1996; 
Sadler-Smith, Spicer & Tsang, 2000; Spicer, 2004) and the correlation were mostly 
statistically significant with p<.05.  
The following two scales are the descriptions of analytic and intuitive cognitive styles. 
1. Analytic 
Analysts is a characteristics of the left brain orientation,  prefer a structured 
approach to solving problems and decision making and tend to use systematic methods 
of investigation, recalling verbal material most readily and are especially comfortable 
with ideas requiring step by step analysis (Allinson, Armstrong & Hayes, 2001).  
2. Intuitive 
Intuition is a characteristic of the right brain orientation, which refers to immediate 
judgements based on feelings and the adoption of a holistic approach. Intuitivist prefer 
open-minded approaches to solving problems and decision making rely on random 
methods of exploration, tend to be non-conformist, remembering spatial images most 
easily, and working best with ideas which require overall assessment (Allinson and 
Hayes, 1996). 
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5.6.3 Leadership Effectiveness Questionnaire 
The new self-report Leadership Effectiveness questionnaire contains 21 
items, with 7 items assigned to each of the following leadership effectiveness scale 
according to Yukl (2002). 
i. Aim and Goal 
ii. Attitude of the followers toward their leader 
iii. Group processes 
Yukl (2002) proposed three types of leadership effectiveness indicators: (a) 
„the extent to which a leader‟s organizational unit performs its task successfully and 
attains its goals‟ (p. 8), (b) the attitude of followers towards the leader, and (c) the 
contribution of the leader to the quality of group processes. Based on collections from 
literatures, 21 items with a 5-point Likert scale was constructed by the researcher. These 
21 items were developed with a modification and combination of collected 
questionnaires (e.g. Oyindale, 2006; Chen et al., 2005; Winter, Taylor & Sarros, 2000; 
Locke & Latham, 1984, 1990). These constructs included perceptions and leader‟s self 
assessment of leadership effectiveness. These items are measured on a 5-point scale, 
with responses ranging from: not at all (0), once in a while (1), sometimes (2), fairly 
often (3) and frequently, if not always (4). The following three constructs are the 
description of aims, followers‟ attitude towards leader and group processes. 
 
1. Aims 
Leaders who performs his/her task successfully by achieving professional and 
organizational goals which includes  job‟s performance (Locke and Latham, 1984); 
leader‟s support and commitment (Likert, 1961); goal efficacy and goal rationale 
(Locke and Latham, 1990); achieving profits (Oyinlade, 2006), [q1c, q5c, q6c, q12c, 
q15c, q17c, q21c].  
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2. Followers’ attitude towards leader 
The attitude of followers towards the leader consists of participation, support and 
guidance (Chen et al., 2005); commitment (Allen and Meyer, 1990), quality of worklife 
(Winter et al., 2000), [q2c, q4c, q7c, q11c, q13c, q16c, q19c]. 
 
3. Group processes 
The contribution of the leader to the quality of group process includes treat and 
welfare of group members, participation and decision making of team group process 
members (Bass & Avolio, 1994; Yukl, 2002), [ q3c, q8c, q9c, q10c, q14c, q18c, q20c]. 
 
Since these items were a combination and modification of selected questions from 
selected questionnaires and literature, it was crucial to take into account to the general 
rules for designing questions. According to Bryman and Bell (2003) there are seven 
specific rules when designing questions which are applicable to survey questionnaires 
and interviews: 
1. Avoid ambiguous terms 
2. Avoid long questions 
3. Avoid double-barrelled questions 
4. Avoid very general questions 
5. Avoid leading questions 
6. Avoid questions that are asking two questions 
7. Avoid questions that include negatives 
 
After consultations and discussions with the supervisor, question 2 and question 7 
were remained set as negative questions as the answer provided was not asking 
participants to answer agree or disagree. In the questionnaire booklet this questionnaire 
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was places at Section C. In total there were 95 items which measure leadership 
approaches, cognitive styles and leadership effectiveness. All questions in the 
questionnaire were modified to prepare the followers‟ version as this research targeted 
both leaders and followers.  
 
Table 5.2 Twenty-one Items Developed for Leadership Effectiveness 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
QC1 I am generally successful in achieving my job aims 
QC5 I generally attain organizational objectives 
QC6 I get feedback on whether I have reached my goals 
QC12 I have helped the organisation increases their profits 
QC15 I believe my abilities enable me to accomplish organizational goals 
QC17 If I reach my professional targets, I believe these will be in line with the organizational aims. 
QC21 Meeting organisational expectations is a priority for me 
QC2 I usually would not let my followers participate in making decisions 
QC4 I give opportunities to my followers for independent thought and action 
QC7 I am not concerned by my followers‟ perceptions in performing my duty 
QC11 I expect my followers to support me 
QC13 I believe I can inspire my followers to carry out better job performance 
QC16 I expect my followers to perform effectively under my supervision 
QC19 I create an environment that establishes commitment among my followers 
QC3 I treat all group members equally 
QC8 I support the members of my group  
QC9 I put suggestions made by the group into operation 
QC10 I consult group members when deciding to act 
QC14 I encourage group members to speak up when they disagree with decisions 
QC18 I help group members get to know each other 
QC20 I seek to resolve conflict between group members quickly 
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Table 5.3 Items modifications 
 
5.6.4 Demographic survey 
A brief demographic survey was included for both followers and leaders. Six 
items were included in the followers and leaders‟ survey, such as gender, age, length of 
service in the current organisation, department or section in the organisation, highest 
education level, and job status (see Appendix 3).  
 
5.6.5 Pilot study 
A pilot study is very important and desirable to ensure that the instrument 
operates well in the intended setting (Bryman & Bell, 2003; Hair et al., 2007).  A pilot, 
or feasibility study, is a small experiment designed to test logistics and gather 
information prior to a larger study, in order to improve the latter‟s quality and 
efficiency. A pilot study can reveal deficiencies in the design of a proposed experiment 
or procedure, and these can then be addressed before time and resources are expended 
on large scale studies. A good research strategy requires careful planning and a pilot 
study will often be a part of this strategy. A pilot study is normally small in comparison 
with the main experiment and therefore can provide only limited information on the 
sources and magnitude of variation of response measures.  
Pilot study 
version 
New 
Version 
Items 
QC4 
change to 
 I feel pleased if I reach my objectives 
QC5 I generally attain organizational objectives 
QC6 
change to 
 I try to get feedback from others indicating that I have reached my goals 
QC7 I get feedback on whether I have reached my goals 
QC17 
 
change to 
 Regardless of what happen to the organisation, my followers give their 
support to me 
QC11 I expect my followers to support me 
QC14 
change to 
 I expect my followers to perform competently under my supervision 
QC16 I expect my followers to perform effectively under my supervision 
QC6 
change to 
 I look out for the personal welfare of group members 
QC8 I support the members of my group 
QC21 
change to 
 If there is a conflict, I work to resolve it quickly 
QC20 I seek to resolve conflict between group members quickly 
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In the present research, pilot questionnaires were collected from a total of 35 
various types of participants (28 male and 7 female) that include MBA students at the 
Bradford University School of Management (18), Cleaning supervisors at the 
University of Bradford (12), and Executives and Managers at the Islam Bradford Centre 
(5) in October 2008. The average age of respondents was 34.5 and most of them were 
working/studying executives. Apart from that there were two additional questions; 
1. If you have any comments or suggestions about this questionnaire, please 
include here: 
2. How long did you take to complete the questionnaire? _____ Minutes. 
 
Accordingly it was identified that the average time for completing the 
questionnaires was 17 minutes 15 seconds, which was estimated as acceptable to carry 
on this survey questionnaire. As for the content of the questionnaire items, 
rearrangements of the sequence of items had been made to be set as random as possible 
among the variable measured. A few modifications and simplifications were made to 
items questions in Section C, especially items that came up with low reliability values 
and items that abnormally skewed responses to one side of a high proportion of very 
low or high marks (Table 5.3). Since this current research was targeting both leaders 
and followers, the researcher had prepared two sets of questionnaire for both the leaders 
and followers. In the follower‟s version, for every section of the questionnaire was 
added “THE PERSON I AM RATING” to indicate that the follower was going to assess 
his or her leader accordingly. Apart from that, there were not any negative comments 
from the respondents regarding difficulties or unfamiliar words used in the 
questionnaire. So, the questionnaire set was finalised at this stage. 
 
 
Chapter 5                                                                                                                         Abdul Halim Busari 
 
 
119 
 
5.7 SURVEY QUESTIONNAIRE-Data Collection Procedure 
 
Each individual follower was informed that individual responses would be held 
in strict confidence in an unnamed sealed envelope. As suggested by Bryman and Bell 
(2003, p. 540) “it is often easier to anonymous records and to report findings in a way 
that does not allow individuals to be identified”. Data was collected using the four 
survey instruments (MLQ-5X Short, CSI, LEQ and a brief demographic survey).These 
instruments were combined into a single instrument booklet that respondents (leaders 
and followers) were asked to complete (see Appendix 1a and 2a). As an alternative the 
web-based survey questionnaire was also distributed through the GLCs e-mail links 
(Appendix 1b and 2b). The instrument was self-administered and required no direct 
intervention by the researcher. Data collection was conducted between January 2009 
and February 2009. The GLCs were given 10 days after the questionnaire 
dissemination. Completed instruments were collected by the contact person in the 
GLCs, and returned to the researcher in provided envelopes. 
 
5.8 SURVEY QUESTIONNAIRE-Data Analysis 
Once all the raw data had been collected for the three constructs and their 
underlying dimensions, it was possible to proceed with the statistical analysis. The 
various statistical methods were chosen on the basis of the seven research questions that 
had been formulated for the present study. Data were analysed using SPSS version 17. 
 
5.8.1 Statistical Analysis and Procedure to Answer RQ1, RQ2 and RQ3 
Research questions 1, 2 and 3 were respectively concerned with leadership 
approaches, cognitive styles and leadership effectiveness. The dimensionality and 
factorial validity of each instrument was first tested within the context of the present 
study, i.e. the Malaysian government-link-companies. This was done because all the 
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measuring instruments had originally been developed in the western culture. It was 
decided to do this by subjecting each of the measurement scales to descriptive, 
reliability, exploratory factor analysis, and independent-samples t-test (including eta 
squared to measure the effect size). Eta squared can range from 0 to 1 and represents the 
proportions of variance in the dependent variables that is explained by the independent 
(group) variable (Pallant, 2005). The procedure for calculating eta squared is provided 
below. The formula for eta squared is as follows: 
Eta Squared =     ___________t²______________ 
   t² + (N1 + N2 -2) 
Details of the procedures of the analyses are explained in Chapter 6. 
 
5.8.2 Statistical Analysis and Procedure to Answer RQ4, RQ5 and RQ6 
Research questions 4, 5 and 6 were concerned with the direct and indirect 
relationships between the constructs. RQ4 assessed the relationship between MLQ and 
CSI, RQ5 assessed the relationship between MLQ and LEQ, whilst RQ6 assessed the 
relationship between CSI and LEQ. The data were parametric and all variables were 
interval, thus Pearson’s product-moment correlation coefficient (Pearson’s r) was used 
(Field, 2009) in order to examine if there is a relationship exists between the constructs. 
The strength of the relationship shown by r is defined by Bryman and Cramer (2001) as: 
Very low > 0.19; Low 0.20-0.39; Moderate-0.40-0.69; and High/Very High < 0.70. The 
closer r is to + 1, the stronger the relationship between variables. As for a significant 
value, any probability values below 0.05 were accepted as being statistically 
meaningful. The two-tailed tests were employed since there is no directional hypothesis 
set. To analyse the relationship even further, Standard Multiple Regression Analyses 
were conducted in order to identify the impact or contribution of each independent 
variables to the dependent variable. 
Chapter 5                                                                                                                         Abdul Halim Busari 
 
 
121 
 
5.9 LEADERS SEMI STRUCTURED INTERVIEWS-Participants 
Concurrent with survey questionnaire collection, permission to conduct 
interviews was sought and granted by the participating GLCs. The interviews were 
conducted between January 2009 and February 2009.  Semi-structured interviews were 
held with 10 Malaysian Government-link-Companies (GLCs) leaders (7 male and 3 
female). Leaders in the GLC included Vice President and General Managers of various 
divisions and departments from seven different types of GLCs described in Chapter 6 
Section 6.2. Three Vice Presidents from Banking and Finance, Technology 
Development, and Telecommunication respectively were involved in the interviews, 
while seven General Managers from Manufacturing, Public Fund and Investment, and 
Engineering and Motoring respectively took part in the interviews.  
 
5.10 LEADERS SEMI STRUCTURED INTERVIEWS-Instrument 
The content and structure of the semi-structured interview questions are outlined 
below. All interviews started by greeting and thanking the interviewees for their 
precious time and willingness to be interviewed, followed by asking interviewees their 
personal background (i.e. post, department, how long have been in the company, 
working experience). Although it was semi-structured, an interview guide had been 
prepared prior to collecting in the real place (Table 5.4). The interview guide was 
derived from research questions and objectives with guideline from a supervisor to 
adjust subsequent questions in accordance to the „semi-structured‟ basis. Some of the 
broad questions asked were: “How do you define leadership effectiveness?”, “What do 
you think are the criteria of an effective leader?”, and “To what extent do you think the 
perceptions of followers/subordinates are important aspects of LE?”. Since it was a 
semi-structured interview, the subsequent questions varied from interview session to 
session. However the interview guide had been prepared prior to the real interview 
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sessions (Table 5.3). The questionnaire was designed to act as a high-level guideline 
only for the interviews. Interviewees were encouraged to range as broadly as thought 
necessary in fully exploring issues and questions that arose. In all cases, the final 
questions were regarding the relationship of the three main variable assessed; leadership 
effectiveness, leadership approaches and cognitive style. Full results of the interviews 
are presented in Chapter 8. 
 
Table 5.4 Semi-structured Interview Guide  
 
 
 
Theme Items 
Leadership 
Effectiveness/
Cognitive 
Style 
1. How do you define leadership effectiveness? 
2. What do you think are the criteria of an effective leader? 
3. To what extent do you think the perceptions of followers/subordinates are important aspects of 
LE 
4. So, when made a decision, talk me through the process you adopt: 
a) Do you go through any detail/step by step in every situation 
b) Do you rely on feelings  
c) Mainly analytical/intuitive 
d) Give an example of your approach 
5. Do you think your approach to decision making influence your effectiveness as a leader? 
6. What else do you think contribute to your judgment before you make decision? 
7. What else do you think contribute to leadership effectiveness? 
8. Do you think there might be factors or contributors to the way you think, organizing the 
information? 
 
Leadership 
Approaches/
Cognitive 
Style 
9. Can you talk about your approach in more detail? 
10. Can you describe your leadership style to me: 
a) Do you think involving followers/staff is a way to dump failure on the shoulders of a 
subordinate or as a dynamic tool for motivating and training your team to realize their full 
potential? 
b) Have you ever asked for feedback about your work from your followers? Is the feedback a 
positive or a negative? 
c) When faced with a problem do you ever view it from the other person‟s point of view? 
d) When faced with a work-related problem, what steps do you take to address the issue? 
e) How often do you discuss and work with colleagues to think up new systems and styles of 
working? 
f) Have you ever tried a new way of doing things? Did you succeed? 
g) When was the last time that you tried a new idea to improve your team/work/organisational 
performance? 
11. Do you think your decision making style influences your leadership approach? 
12. To what extent do you think your leadership approach influences your effectiveness as a leader? 
13. Do you think surrounding factors such as culture/values/religion influences your approach? 
14. Can you explain further from cultural or religious perspectives? 
Conclusion Do you think that cognitive style contributes to your leadership approach? Why? 
Do you think leadership approaches related with effectiveness? 
Do you think there might be other contributors of leadership effectiveness? 
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5.11 LEADERS SEMI STRUCTURED INTERVIEWS - Data Collection 
Procedures 
 
A structure for the interview was derived directly from the research aims and 
questions. The aim of the interview was to gather qualitatively leaders‟ perceptions of 
leadership effectiveness and how it relates to leadership approaches (transformational 
and transactional) and cognitive style (analysis and intuition).  
 
Four of the interviews were conducted in person during the end of January and 
early February 2009, and four were conducted via email exchange during July 2009, 
whilst two interviews were done over the phone by the end of July 2009. Semi-
structured interviews were conducted as this is part of the triangulation in order to 
strengthen the findings. At this stage participants were informed that participation is 
voluntary and that responses remain confidential.  All interviews were conducted in 
complete privacy on a one-to-one basis. Most of the interviews were held in the 
interviewee‟s office apart from two interviews which were in a discussion room. Two 
face-to-face interviews were tape-recorded with permission. The taping procedure was 
in line with Robson‟s (2002: 289) suggestion that „whenever feasible, interviews should 
be audio taped‟ to provide a permanent record and allow the interviewer to concentrate. 
This procedure was used in order to avoid misunderstanding. The e-mail interviews 
were automatically recorded as written texts due to their text-based nature. The average 
length of interviews (excluding e-mail-based interviews) was 1 hour 20 minutes. 
  
5.12 LEADERS SEMI STRUCTURED INTERVIEWS - Data Analysis 
This section will describe analyses and procedure to answer RQ7 to RQ12. In 
order to get meaningful and amenable qualitative data gathered to be analysed 
(Denscombe, 2007), data from different transcripts and notes should be transformed into 
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categories and identify key themes and coding for further exploration (Creswell, 2009; 
Denscombe, 2007).  Therefore, the interviews were transcribed into written accounts so 
that the analysis could continue. The volume of data generated by 10 interviews was 
equivalent to about 20 hours of interviews, which is massive. A systematic approach to 
reduce the volume of data in order to obtain conclusions from the research questions 
was necessary. Miles and Huberman (1994) promoted five levels of qualitative data 
reduction:  1) Create a text, 2) Try out coding, 3) Identify themes in data, 4) Address 
research questions, and 5) Delineate the underlying structure. Altogether, there were 
twenty different codes in the initial template, to analyse the interview texts they were 
modified to eleven codes in the light of the ongoing analysis. Therefore, Template 
Analysis was used to interpret face-to-face and telephone interviews, whilst Content 
Analysis was used to interpret e-mail based interviews.  
 
5.12.1 Template Analysis 
Template analysis is the process of organising and analysing textual data 
according to themes, codes or categories. Template analysis can combine both 
deductive and inductive approaches (Webster & Watson, 2002), in the sense that a list 
of categories or codes can be predetermined based on existing literature and amended or 
added to as data are collected (King, 2002). A code is a „label attached to a section of 
text to index it as relating to a theme or issue in the data which the researcher has 
identified as important to the interpretation‟ (King, 1988: 119). A code also consists of 
„chunks or segments of text before bringing meaning to information (Rossman & Rallis, 
1998: 171). According to Creswell (2009: 186) coding involves taking text data or 
pictures, segmenting sentences into categories, and labelling categories into terms 
which are based in the actual language of the participant (in vivo code). Strauss and 
Cobin (1998) wrote that there are three main sources to name codes namely terms used 
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in existing literature and theory, terms emerging from the data, and actual terms used by 
respondents which are normally called „in vivo codes‟. 
 
In this study, the initial template was constructed based upon interview topics, 
leadership effectiveness, leadership approaches (Transformational, Transactional and 
Laissez-faire) and cognitive styles. Template analysis was used for the face-to-face and 
telephone interviews which were recorded and transcribed. The initial template 
consisted of four „level-one codes‟: 1. Leadership Effectiveness, 2. Full Range 
Leadership Approaches, and 3. Cognitive Style, and 16 ‟level-two codes‟. The initial 
template also contained some lower codes to locate the texts easily under the 
appropriate category. However the initial template was modified in the light of the 
ongoing analysis. Insertion techniques proposed by King (1998) were used in order to 
derive new codes from the actual terms used by interviewees during the interviews 
which were not covered by the existing code. Therefore all new terms used by 
interviewees are presented in new codes i.e. in vivo codes (Strauss and Cobin, 1998). 
The results will be further described in Chapter 8.  
 
5.12.2 Content Analysis 
Similarly, for the email interviews which already been converted to a written 
text, a content analysis was used which allowed the researcher to map out and organise 
ideas related to the interviews. This analysis is ideal for condensing textual materials by 
identifying their structural properties (Thomas, 2004). Some researchers consider 
content analysis as a qualitative technique (Silverman, 2006), whilst others believe that 
this technique is a combination of both quantitative and qualitative approaches 
(Sarantakos, 2005; Berg, 1998). As this research adopts „pragmatic pluralism‟, the 
content analyses in this study were used for both quantifying textual data in terms of 
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pre-existing theoretical concepts (full range leadership model and cognitive style 
theory) and for identifying leadership effectiveness by allowing categories to emerge 
from the texts.  
 
Both template and content analyses used coding, as coding is relatively easy as 
one merely highlights key passages and assigns codes. NVivo Version 8 software was 
used to assist the researcher to expedite the process which helped to define the coding 
with nodes or add emphasis (Bryman and Bell, 2003). The following procedures were 
used in the search and coding: 
1. Read through the e-mail, transcribe face to-face and telephone interviews. 
2. Work out some codes that seemed relevant to the documents 
3. Develop a meaning for each node. 
4. Describe a list of words appropriate for each node 
5. Code the appropriate passages with the appropriate nodes 
6. Review the codes to determine congruency with the original node. 
 
5.13 CHAPTER SUMMARY 
This chapter has detailed the data collection which involved two stages: the first 
stage (quantitative) and the second stage (qualitative). The first stage was conducted by 
survey questionnaires (paper based and web-based questionnaires). The ethical 
consideration also has been discussed in this chapter. Responses to this survey 
questionnaire were obtained from 331 followers and 172 leaders from 8 government-
link-companies in various type of businesses and industries in Malaysia. The second 
stage was 10 semi-structured interviews (face–to-face, e-mail and telephone interviews). 
The following two chapters provide a thorough discussion of the results obtained from 
the analyses of the quantitative and qualitative studies respectively. 
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CHAPTER 6 
 
DESCRIPTIVE ANALYSES AND RESULTS: QUESTIONNAIRE – 
FOLLOWERS AND LEADERS 
Figure 6.1 Thesis Topic Chain 
 
 
 
 
 
 
6.1 INTRODUCTION 
This chapter presents the descriptive results, reliability and factor analyses of the 
questionnaire survey from both followers and leaders samples in the Malaysian GLCs. 
The analyses were conducted in order to answer the first three research questions. The 
analyses and results are divided into three different sections in accordance with the 
instruments sections used, namely MLQ (starts at Section 6.2) which will answer RQ1a, 
RQ1b, RQ1c, RQ1d and RQ1e. The CSI (starts at Section 6.7) answers RQ2a, RQ2b, 
Rq2c, RQ2d and RQ2e. The LEQ (starts at Section 6.12) will answer RQ3a, RQ3b and 
RQ3c. For every part, descriptive, reliability, t-tests and exploratory factor analysis 
results are first provided (Section 6.14). A discussion of the research questions is 
presented after the analyses. The chapter concludes by summarising its output (Section 
6.15) 
 
6.2 MLQ: DESCRIPTIVE RESULTS  
  
This section presents the results of analyses for the Multifactor Leadership 
Questionnaire (MLQ), which attempts to assess transformational and transactional 
leadership approaches from followers‟ perspectives and leader‟s assessment. In order to 
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answer RQ1 this section presents the descriptive statistics, reliability analyses, factor 
analyses and comparison of mean score of the two approaches. The analyses have been 
applied to 36 items of the Bass and Avolio‟s (1997) MLQ nine sub-scales. Four 
Inspirational Motivations; four Idealised Influence Behaviour; four Idealised Influence 
Attribute; four Individualised Consideration; four Intellectual Stimulation; four 
Contingent Reward; four Management-by-Exception Active; four Management-by-
Exception Passive and four non leadership Laissez-faire. This incorporates item 
frequencies, the percentage of the total response for each point on the five-point Likert-
type scale used (0=not at all, 1=once in a while, 2=sometimes, 3=fairly often, and 
4=frequently, if not always), mean scores and standard deviations for these items.  The 
results are summarised in Tables 6.2 to Table 6.9. 
 
6.2.1 Inspirational Motivation  
Inspirational motivation refers to leaders who communicate high expectations, 
use symbols to focus efforts, motivating and inspiring followers about organisational 
vision and mission. Results are included in Table 6.1. For the followers, across four 
items the mean scores ranged from 3.12 to 3.50 (Standard Deviation between 0.75 and 
1.05). Item q26a „Articulates a compelling vision of the future‟ recorded the highest 
mean score (3.50) followed by item q9a „Talks optimistically about the future‟ which 
has a mean score of 3.42. Item frequencies show strong responses for the option 
„frequently, if not always‟. These suggest that across Malaysian GLCs, followers 
viewed their leaders were exhibiting characteristics of being motivating, inspiring and 
forward looking. 
 
For the leaders, across the four items, the mean scores ranged from 3.30 to 3.47. 
Results are summarised in Table 6.1. Item frequencies show that leaders have a 
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tendency to answer all items on the positive side with high percentage (ranged from 
58%-64%) on „frequently, if not always‟ responses. Item q26a „I articulate a compelling 
vision of the future‟ recorded the highest mean score of 3.47. Item q13a shows the 
highest percentage (64%) of „frequently, if not always‟ responses. The first three items 
show a low percentage of responses on „not at all‟. The overall picture on items relating 
to leaders‟ inspirational motivation is consistent with followers‟ perceptions that leaders 
exhibit inspiring and forward looking characteristics. 
 
Table 6.1 Item Summaries - Followers, n=331/Leaders, n=172: Inspirational 
Motivation - (Percentage; NOA=Not at All; OIW= Once in a while; S= Sometimes; 
FO= Fairly Often; FINA= Frequently, If not Always) 
 THE PERSON I AM RATING/ I NOA 
(0) 
OIW 
(1) 
S 
(2) 
FO 
(3) 
FINA 
(4) 
Mean SD 
q9a Talks optimistically about the future 0.3 5.4 6.6 26.9 60.7 3.42 0.86 
 talk optimistically about the future 0.6 8.1 5.2 25.0 61.0 3.38 0.95 
q13a Talks enthusiastically about what 
needs to be accomplished 
0.9 11.2 11.5 27.8 48.6 3.12 1.05 
 talk enthusiastically about what 
needs to be accomplished 
1.7 6.4 5.2 22.7 64.0 3.41 0.97 
q26a Articulates a compelling vision of the 
future 
0.6 3.0 3.3 32.0 61.0 3.50 0.75 
 articulate a compelling vision of the 
future 
0.6 3.5 2.9 34.3 58.7 3.47 0.76 
q36a Expresses confidence that goals will 
be achieved 
2.1 5.7 6.9 25.4 59.8 3.35 0.98 
 express confidence that goals will be 
achieved 
2.9 7.6 5.8 23.8 59.9 3.30 1.06 
*Italic indicates leaders  
 
 
6.2.2 Idealised Influence Behaviour 
This approach is characterized by leaders who provide vision and a sense of 
mission, in order to gain respect and trust from followers wanting to emulate their 
leaders. Results for the followers are shown in Table 6.2. The mean values for idealised 
influence behaviour scales ranged between 3.08 and 3.15. Item q34a „Emphasizes the 
importance of having the collective sense of mission‟ shows the highest mean score 
(Mean=3.15, SD=1.08) with more than 70% of followers responding „fairly often‟ and 
„frequently, if not always. The overall results show items related to idealised influence 
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behaviour are consistent, and followers had confidence in their leaders and believed that 
they displayed a sense of purpose and took personal responsibility for decisions. 
 
Results for the leaders are presented in Table 6.2. All four items demonstrate 
high levels of leader understanding about idealised influence. This is indicated by 50% 
in each case responding „frequently, if not always‟. Item q14a „specify the importance 
of having a strong sense of purpose’ shows the highest mean score (3.17) and SD = 0.98 
with no responses recorded for „not at all‟. The overall results shows, leaders‟ results 
are comparable to followers‟ perceptions who believe that the leaders display a sense of 
mission and also consider moral consequences of their decision.  
 
Table 6.2 Item Summaries - Followers, n=331/Leaders, n=172: Idealised Influence 
Behaviour - (Percentage; NOA=Not at All; OIW= Once in a while; S= Sometimes; 
FO= Fairly Often; FINA= Frequently, If not Always) 
  THE PERSON I AM RATING/ I NOA 
(0) 
OIW 
(1) 
S 
(2) 
FO 
(3) 
FINA 
(4) 
Mean SD 
q6a Talks about their most important 
values and beliefs 
1.8 10.9 12.1 26.0 49.2 3.10 1.09 
 talk about their most important 
values and beliefs 
2.3 11.6 9.9 30.2 45.9 3.06 1.11 
q14a Specifies the importance of having a 
strong sense of purpose 
1.8 8.2 10.9 34.4 44.7 3.12 1.01 
 specify the importance of having a 
strong sense of purpose 
- 10.5 9.3 32.6 47.7 3.17 0.98 
q23a Considers the moral and ethical 
consequences of decisions 
2.1 10.6 12.4 26.6 48.3 3.08 1.10 
 consider the moral and ethical 
consequences of decisions 
2.9 13.4 10.5 25.0 48.3 3.02 1.18 
q34a Emphasizes the importance of having 
the collective sense of mission 
1.8 10.0 11.2 25.4 51.7 3.15 1.08 
 emphasize the importance of having 
the collective sense of mission 
2.3 13.4 8.7 25.6 50.0 3.08 1.15 
*Italic indicates leaders  
 
6.2.3 Idealised Influence Attributed 
Idealised influence attributed is about leaders being perceived as trustworthy, 
charismatic and visionary and an influential role model towards common goals. Results 
for the followers are included in Table 6.3. Mean scores were in the range between 3.22 
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and 3.42 with percentage for „fairly often‟ ranging from 25% to 37% and percentage for 
„frequently, if not always‟ ranging from 46% to 62% for all four items. Item q21a „Acts 
in ways that builds my respect‟ had the highest mean score (3.42) and SD = 0.87. It is 
followed by item q18a which had a mean score of 3.41. This item also recorded the 
highest (62.2%) percentage of „frequently, if not always‟ response. This suggests that 
the majority of followers had perceptions that their leader is the one they trusted as a 
role model who increased their pride and generated their awareness of the mission and 
vision of the group and organisation.  
 
Table 6.3 Item Summaries - Followers, n=331/Leaders, n=172: Idealised Influence 
Attributed - (Percentage; NOA=Not at All; OIW= Once in a while; S= Sometimes; 
FO= Fairly Often; FINA= Frequently, If not Always) 
  THE PERSON I AM RATING/ I NOA 
(0) 
OIW 
(1) 
S 
(2) 
FO 
(3) 
FINA 
(4) 
Mean SD 
q10a Instils pride in me for being 
associated with him/her 
0.3 6.3 7.6 29.6 56.2 3.35 0.89 
 instil pride others for being 
associated with me 
- 11.6 7.6 29.1 51.7 3.21 1.01 
q18a Goes beyond self-interest for the 
good of the group 
1.2 5.1 6.9 24.5 62.2 3.41 0.92 
 go beyond self-interest for the good 
of the group 
- 10.5 7.6 29.7 52.3 3.24 0.98 
q21a Acts in ways that builds my respect 0.9 4.8 6.0 27.8 60.4 3.42 0.87 
 act in ways that builds others’ respect 
for me 
2.3 12.2 7.0 26.2 52.3 3.14 1.13 
q25a Displays a sense of power and 
confidence 
0.3 6.3 10.3 37.2 45.9 3.22 0.89 
 display a sense of power and 
confidence 
- 4.7 9.9 45.9 39.5 3.20 0.80 
*Italic indicates leaders  
 
For the leaders, results are summarised in Table 6.3. The mean values ranged 
between 3.14 and 3.24. Across four items, the percentage for „frequently, if not always‟ 
ranged from 40% to 52%. Item q18a „go beyond self-interest for the good of the group‟ 
recorded the highest mean score (M=3.24, SD=0.98) with over 80% of respondents 
answering „fairly often‟ and „frequently, if not always‟. Three items q10a, q18a, and 
q25a showed no response towards „not at all‟. This suggests that leaders in the 
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participating companies believe that they act as role models for their followers, and 
succeeded in instilling pride in their followers, and displaying a sense of power and 
confidence. 
 
6.2.4 Individualised Consideration 
Individualised consideration leader provides followers with challenges and 
learning opportunities and delegate to raise skills and confidence. In other words, the 
leader is perceived to be acting as a coach or mentor. Results for both followers and 
leaders are summarised in Table 6.4. For the followers, item q31a (Mean=3.29, 
SD=1.00) and item q19a (Mean=3.27, SD=1.02) demonstrate high levels of followers‟ 
perceptions that their leader helped them to develop their strengths and treated them 
differently based on their needs and abilities. Overall, followers have a tendency to give 
the impression that they have been treated uniquely as individuals, with the acceptance 
of individual differences and being the given chance to develop their strengths.  
 
Table 6.4 Item Summaries - Followers, n=331/Leaders, n=172: Individualised 
Consideration - (Percentage; NOA=Not at All; OIW= Once in a while; S= 
Sometimes; FO= Fairly Often; FINA= Frequently, If not Always) 
 THE PERSON I AM RATING/ I NOA 
(0) 
OIW 
(1) 
S 
(2) 
FO 
(3) 
FINA 
(4) 
Mean SD 
q15a Spends time teaching and coaching 1.5 8.8 10.3 27.5 52.0 3.20 1.03 
 spend time teaching and coaching 2.3 14.5 10.5 30.2 42.4 2.96 1.15 
q19a Treats me as an individual rather than 
just as a member of a group 
1.2 8.2 10.3 23.0 57.4 3.27 1.02 
 I treat others as individual rather 
than just as a member of a group 
4.1 11.6 11.0 32.0 41.3 2.95 1.16 
q29a Considers me as having different 
needs, abilities, and aspirations from 
others 
5.4 8.2 7.3 21.5 57.7 3.18 1.19 
 consider an individual as having 
different needs, abilities, and 
aspirations from others 
4.1 11.6 7.6 31.4 45.3 3.02 1.17 
q31a Helps me to develop my strengths 1.5 7.6 8.5 25.1 57.4 3.29 1.00 
 help others to develop their strengths 2.3 9.3 7.0 43.0 38.4 3.06 1.01 
*Italic indicates leaders  
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For the leaders, the mean values across four items ranged between 2.95 and 
3.06. Item q31a „I help others to develop their strengths‟ (Mean=3.06, SD=1.01) and 
Item q29a „I consider an individual as having different needs, abilities, and aspirations 
from others‟ (Mean=3.02, SD=1.17) demonstrates high levels of leader‟s belief that 
they have treated their followers differently based on their needs and abilities and 
helped followers training opportunities. Overall, the results are comparable with 
followers‟ whereby leaders have treated their followers as unique individuals with the 
acceptance of individual differences. 
 
6.2.5 Intellectual Stimulation 
Leaders with an intellectual stimulation approach assisted followers to develop 
their strengths by questioning old assumptions, traditions, and beliefs; stimulated in 
others new perspectives and ways of doing things; and encouraged the expression of 
ideas and reasons. Leaders with an intellectual stimulation approach also gave personal 
attention by assisting followers to develop their strengths and providing challenging 
tasks. Results of item frequencies for intellectual stimulation for both followers and 
leaders are shown in Table 6.5.  
 
For the followers, item frequencies show positive responses. The mean scores 
were in the range between 3.16 and 3.28. About 50% of respondents chose „frequently, 
if not always‟ for each item. It indicates that followers have perceptions that their 
leaders have stimulated and encouraged creativity and let them think independently. In 
addition about 30% of respondents have answered „fairly often‟. Item q2a shows the 
highest mean score (M=3.28, SD=0.94) with 54% of respondents answered „frequently, 
if not always‟. The overall picture shows a pattern that followers are exhibiting 
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confidence that their leader stimulates the awareness of his/her followers‟ thoughts and 
imagination and recognition of the followers‟ ideas in solving problems.  
 
Table 6.5 Item Summaries - Followers, n=331/Leaders, n=172: Intellectual 
Stimulation - (Percentage; NOA=Not at All; OIW= Once in a while; S= 
Sometimes; FO= Fairly Often; FINA= Frequently, If not Always) 
 THE PERSON I AM RATING/ I NOA 
(0) 
OIW 
(1) 
S 
(2) 
FO 
(3) 
FINA 
(4) 
Mean SD 
q2a Re-examine critical assumptions to 
question whether they are appropriate 
0.3 8.2 7.9 30.2 53.5 3.28 0.94 
 re-examine critical assumptions to 
question whether they are 
appropriate 
- 3.5 14.5 42.4 39.5 3.18 0.80 
q8a Seeks differing perspectives when 
solving problems 
0.6 9.4 9.7 31.7 48.6 3.18 0.99 
 seek differing perspectives when 
solving problems 
0.8 10.3 8.1 33.1 47.7 3.17 1.00 
q30a Gets me to look at problems from 
many different angles 
0.6 9.7 11.2 29.5 49.0 3.16 1.00 
 get others to look at problems from 
many different angles 
0.6 11.0 10.5 30.2 47.7 3.13 1.03 
q32a Suggests new ways of looking at how 
to complete assignments 
- 9.4 9.1 29.0 52.6 3.25 0.96 
 suggest new ways of looking at how 
to complete assignments 
1.2 14.5 9.3 26.2 48.8 3.07 1.12 
*Italic indicates leaders  
 
Results for leaders show the mean score were in the range between 3.07 and 
3.18. Item q2a (Mean=3.18, SD=0.80) shows a positive response when there were no 
respondents answering „not at all‟. Across four items showing 40% and more, 
respondents chose „frequently, if not always‟ on each item. It indicates the leaders have 
stimulated and encouraged creativity by helping followers to think independently. The 
overall picture shows a pattern that leaders were exhibiting confidence that they have 
stimulated awareness towards their followers‟ thoughts and recognition especially when 
the result of the highest mean score was comparable to the followers‟ perceptions. 
 
6.2.6 Contingent Reward 
Leaders with a contingent reward approach explain that their expectation 
rewards will be given as an exchange if followers perform in accordance with an 
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expected level of performance, providing constructive feedback to keep followers on 
task.  Results for those items representing contingent reward are included in Table 6.6. 
Across four items, the mean score shows mixed responses from followers. Items q1a, 
q11a and q16a shows mixed responses which indicate that the leaders employ 
transactional approaches. The remaining item (q35a), which had the highest mean score 
(M=3.44, SD=0.83) exhibits however, a skew towards positive responses where they 
believe that their leaders were transactional leaders. Overall, across four items, at some 
point the followers perceived their leaders had rewarded them as an exchange for their 
satisfactory efforts and performance and exhibited a transactional approach.  
 
Table 6.6 Item Summaries - Followers, n=331/Leaders, n=172: Contingent Reward 
- (Percentage; NOA=Not at All; OIW= Once in a while; S= Sometimes; FO= Fairly 
Often; FINA= Frequently, If not Always) 
 THE PERSON I AM RATING/ I NOA 
(0) 
OIW 
(1) 
S 
(2) 
FO 
(3) 
FINA 
(4) 
Mean SD 
q1a Provides me with assistance in 
exchange for my efforts 
6.6 10.0 8.5 26.0 48.9 3.01 1.25 
 provide others with assistance in 
exchange for their efforts 
1.2 7.0 4.7 26.2 61.0 3.39 0.94 
q11a Discusses in specific terms who is 
responsible for achieving 
performance targets 
7.0 10.1 9.7 25.1 48.3 2.98 1.26 
 discuss in specific terms who is 
responsible for achieving 
performance targets 
0.6 12.8 7.0 28.5 51.2 3.17 1.06 
q16a Makes clear what one can expect to 
receive when performance goals are 
achieved 
6.6 5.7 5.1 26.3 56.2 3.20 1.18 
 make clear what one can expect to 
receive when performance goals are 
achieved 
- 8.7 6.4 32.0 52.9 3.29 0.92 
q35a Expresses satisfaction when I meet 
expectations 
- 5.7 5.1 28.7 60.4 3.44 0.83 
 express satisfaction when others meet 
expectations 
- 8.7 5.2 32.6 53.5 3.31 0.92 
*Italic indicates leaders  
 
For the leaders, item q1a „provides me with assistance in exchange for my 
efforts‟, shows the highest mean score (M=3.39, SD=0.94) with more than sixty percent 
of respondents choosing „frequently, if not always‟ gives positive view of contingent 
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reward of transactional approach. This is followed by item q35a which also shows 
positive responses (M=3.31, SD=0.92). Overall, as the results show in Table 6.6, across 
four items suggest that leaders clarify the target to be performed and as an exchange 
will provide assistance to the followers.  
 
6.2.7 Management-by-exception Active 
The management-by-exception active is characterised by leaders who pay very 
close attention to any problems and have extensive monitoring and control systems to 
provide early warning of problems. Results for those items representing management-
by-exception active are included in Table 6.7. Across four items the mean score ranged 
between 3.19 and 3.48. Item q24a shows the highest mean value of 3.48 (SD=0.78) 
which shows more than 90% of the sample responded „fairly often‟ and „frequently, if 
not always‟.  It is followed by item q4a (Mean=3.35, SD=0.88) showing more than 55% 
of the sample responded „frequently, if not always‟. Overall, followers perceived that 
their leaders were monitoring and concentrating on a standard which includes mistakes 
and deviations.     . 
 
For the leaders, results are presented in Table 6.7. Item q4a „focus attention on 
irregularities, mistakes, exceptions, and deviations from standard‟ shows the highest 
mean score (3.46) with almost 90% of the sample responding „fairly often‟ and 
„frequently, if not always‟. It is followed by item q24a „I concentrate my full attention 
on dealing with mistakes, complaints, and failures‟ with a mean score of 3.41.  Items 
q22a and q27a shows more than 50% sample responded „frequently, if not always‟. 
These two items focus on mistakes and failures. Overall, the result shows that the 
samples believed they have done extensive monitoring and controlling including 
focusing on mistakes from their followers.  
Chapter 6                                                                                                                          Abdul Halim Busari 
 
137 
 
Table 6.7 Item Summaries - Followers, n=331/Leaders, n=172: Management-by-
exception Active - (Percentage; NOA=Not at All; OIW= Once in a while; S= 
Sometimes; FO= Fairly Often; FINA= Frequently, If not Always) 
 THE PERSON I AM RATING/ I NOA 
(0) 
OIW 
(1) 
S 
(2) 
FO 
(3) 
FINA 
(4) 
Mean SD 
q4a Focuses attention on irregularities, 
mistakes, exceptions, and deviations 
from standard 
- 6.9  7.3 29.9 55.9 3.35 0.88 
 focus attention on irregularities, 
mistakes, exceptions, and deviations 
from standard 
- 4.7  4.7 30.8 59.9 3.46 0.79 
q22a Concentrates his/her full attention on 
dealing with mistakes, complaints, 
and failures 
0.3  10.3  11.2 26.6 51.7 3.19 1.01 
 concentrate my full attention on 
dealing with mistakes, complaints, 
and failures 
0.6  13.4  7.6 27.3 51.2 3.15 1.07 
q24a Keeps track of all mistakes 0.3  3.9  4.5 29.9 61.3   3.48 0.78 
 keep track of all mistakes  5.2  4.1 34.9 55.8 3.41 0.80 
q27a Directs my attention toward failures 
to meet standards 
0.3  3.0  10.0 33.5 53.2 3.36 0.80 
 direct my attention toward failures to 
meet standards 
0.6  7.6  5.8 30.2 55.8 3.33 0.93 
*Italic indicates leaders  
 
 
6.2.8 Management-by-exception Passive 
Management-by-exception passive approach is how followers perceive their 
leaders avoiding unnecessary change and only intervening when exceptional 
circumstances become apparent. The results for followers and leaders are shown in 
Table 6.8. For this particular approach the scale used has been reversed. Items 
q17a„Shows that he/she is a firm believer in „If it ain‟t broke, don‟t fix it‟, which 
recorded a high mean score (M=3.29, SD=0.75) with 46% of respondents chose „not at 
all‟. Items q3a and q20a respectively show more than 20% of respondents answered 
„not at all‟. Although showing a weaker mean score, item q12a Waits for things to go 
wrong before taking action‟ shows the highest percentage of respondents (5.7%) 
answered „frequently, if not always‟. Overall, the results shows followers have positive 
perceptions towards their leaders. 
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Table 6.8 Item Summaries - Followers, n=331/Leaders, n=172: Management-by-
exception Passive - (Percentage; NOA=Not at All; OIW= Once in a while; S= 
Sometimes; FO= Fairly Often; FINA= Frequently, If not Always) 
  THE PERSON I AM RATING/ I NOA 
(0) 
OIW 
(1) 
S 
(2) 
FO 
(3) 
FINA 
(4) 
Mean SD 
q3a Fails to interfere until problems 
become serious 
23.3 35.0 26.3 11.8 3.6 2.63 1.07 
 fail to interfere until problems 
become serious 
30.2 36.6 28.5 4.1 0.6 2.92 0.89 
q12a Waits for things to go wrong before 
taking action 
5.1 16.0 51.7 21.5 5.7 1.93 0.89 
 wait for things to go wrong before 
taking action 
7.0 68.0  18.6 6.4 - 2.24 0.67 
q17a Shows that he/she is a firm believer 
in “If it ain‟t broke, don‟t fix it” 
45.6 38.7 14.5 1.2 - 3.29 0.75 
 show that I am a firm believer in “If 
it ain’t broke, don’t fix it” 
11.6 32.6 55.8 - - 3.44 0.69 
q20a Demonstrates that problems must 
become chronic before taking action 
20.8 30.5 36.3 10.0 2.4 2.57 1.00 
 demonstrate that problems must 
become chronic before taking action 
0.6 41.9  34.3 23.3 - 2.80 0.79 
*Italic indicates leaders  
 
For the leaders, item q17a „I show that I am a firm believer in „If it ain‟t broke, 
don‟t fix it‟, 11.6% of the sample have responded „not at all‟ which recorded the highest 
mean (M=3.44, SD=0.69). This item also shows positive assessment by the leaders by 
demonstrating no response toward „fairly often and „frequently, if not always‟.  This is 
followed by item q3a, „Fails to interfere until problems become serious‟, which shows 
the highest percentage (30%) of respondents answered „not at all‟. Overall findings 
were comparable with followers‟ perceptions showing that respondents were not last 
minute decision maker or „wait and see‟ type of leader. 
 
6.2.9 Laissez-Faire 
Laissez-faire style is the avoidance or absence of leadership and is most inactive, 
as well as most ineffective, according to most research on leadership style. According to 
Northouse (2001) this style is a „hands-off‟ approach to leadership which is also termed 
as a non-leadership style. The results for both followers and leaders are shown in Table 
6.9. For the followers, item q33a „delay responding to urgent questions‟ demonstrates 
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the lowest mean score (1.64), whilst item q28a shows the highest mean score (2.70). 
Across four items, low followers‟ responses towards „frequently, if not always‟ shows 
that the majority of the followers perceived their leaders were not the „laissez-faire’ 
type of leaders. For the leaders, the mean score had a range from 1.98 to 2.95. Item q7a 
„am absent when needed‟ shows a high percentage (25%) towards „fairly often‟. The 
remaining three items showed no response towards „frequently, if not always‟. Overall 
results show a consistency between followers‟ perceptions and leader‟s own 
assessments of this style. 
 
Table 6.9 Item Summaries - Followers, n=331/Leaders, n=172: Laissez-Faire - 
(Percentage; NOA=Not at All; OIW= Once in a while; S= Sometimes; FO= Fairly 
Often; FINA= Frequently, If not Always) 
  THE PERSON I AM RATING/ I NOA 
(0) 
OIW 
(1) 
S 
(2) 
FO 
(3) 
FINA 
(4) 
Mean SD 
q5a avoids getting involved when 
important issues arise 
11.5 15.4 41.7 24.2 7.3 2.00 1.07 
 avoid getting involved when 
important issues arise 
16.3 17.4 57.6 8.7 - 2.41 0.86 
q7a absents when needed 11.2  30.5 33.2 18.4 6.6 1.79 1.07 
 am absent when needed 9.9 21.5 43.0 25.0 0.6 2.15 0.93 
q28a avoids making decision 25.1 33.8 30.2 7.9 3.0 2.70 1.02 
 avoid making decision 29.1 37.8 32.6 0.6 - 2.95 0.80 
q33a delays responding to urgent questions 11.5 23.0  56.2 9.1 0.3 1.64 0.81 
 delay responding to urgent questions - 11.6 79.1 9.3 - 1.98 0.45 
*Italic indicates leaders  
 
6.3 MLQ: RELIABILITY ANALYSIS  
 
The first research question was concerned with the factor structure, validity and 
reliability of the measurement scales. Therefore, it had to be ensured that for the 
purposes of the present study, the measurement scales demonstrated acceptable levels of 
construct validity and internal reliability. Having reviewed the cultural differences 
between Eastern (Malaysia) and Western (America/United Kingdom) countries (for 
example see Hamzah, Ahmad Saufi & Wafa, 2002; Den Hartog & Dickson, 2004; 
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Shahin & Wright, 2004), it is important to extend the following analyses to verify 
whether the MLQ scales are really suitable for the Malaysian context. Although MLQ 
has been used, researched, and validated extensively, especially in the US and the UK 
region, use in the Malaysian context is still questionable. Thus, RQ1b was set. The 
internal (scale) reliabilities of the transformational and transactional leadership 
approaches sub-scales were tested by means of Item-total Correlation which compares 
the distribution of responses to each item with distribution of total scores for all items in 
the scale and Cronbach’s Alpha (α,) that concerns the ability of a measure to produce 
consistent results.  
 
The acceptable level for Item-total Correlation is when a result is greater than 0.4 
(Nunnally, 1978; Rust & Golombok, 1989), and any items which correlate less than 0.4 
with other items in the same scale, are better deleted from further analyses (Hinkin, 
Tracey & Enz, 1997). Cronbach’s Alpha (α) is probably the most commonly-used test 
for scale reliability (Bryman & Cramer, 2001). These indicate whether each scale is 
measuring a single idea and hence, whether the items that construct the scale are 
internally consistent. The minimum acceptable level is normally 0.7 (α>0.7), or 
otherwise it suggests that a number of the items may be problematic (De Vaus, 2002; 
Nunnally, 1978; Guilford, 1956). However in certain circumstances, a value of more 
than 0.6 is acceptable (Price & Mueller, 1986). George and Mallery (2003: 231) provide 
the following rules of thumb: “> .9 = Excellent, > .8 = Good, > .7 = Acceptable, > .6 = 
Questionable, > .5 = Poor and < .5 = Unacceptable”. However, since its nature is 
exploratory, in this research, the acceptable level of Item-total Correlation is > 0.40, 
whilst for Cronbach’s Alpha (α) the acceptable level of 0.6 is used because it gives 
more scope for the original frameworks (Bass and Avolio‟s scales) to be modified.  
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The results of reliability analyses for followers and leaders are shown in Table 
6.10. For the followers, principally there were four problematic items (q3a, q12a, q17a 
and q20a) of Management-by-exception Passive scales which did not exhibit sufficient 
Item-total Correlation level of 0.4. In fact, the results of Cronbach’s Alpha (α) for the 
scales (0.46) did not meet the acceptable level. In addition five more items, q32a of 
Intellectual Stimulation, q15a of Individualised Consideration, q35a of Contingent 
Reward, q22a of Management-by-Exception Active, and q28a of Laissez-faire would 
improve the existing alpha by their deletion. This suggests that the reliability of the 
MLQ could be improved by dropping the items highlighted above that could be used 
alongside the subsequent analysis.  
 
For the leaders, the results of Item-total Correlation identified seven 
problematic items (q25a, q1a, q3a, q12a, q17a, q20a and q33a). Four of the items are 
from Management-by-exception Passive. The Cronbach’s Alpha (α) results for all sub-
scales obtained acceptable scores (>0.6) except for Management-by-exception Passive 
as shown in Table 6.10. Items q30a of Intellectual Stimulation, q9a of Inspirational 
Motivation, q15a of Individualised Consideration, and q33a of Laissez-faire scale 
would show improvement for alpha if item was deleted. Consequently, it can be 
suggested that the reliability of Bass and Avolio‟s scales were higher with the followers 
sample in this study. 
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Table 6.10    Reliability Analysis–MLQ 
 Item 
No. 
FOLLOWERS (n=331) LEADERS (n=172) 
Item-total 
Correlation 
α α  If Item 
Deleted 
Item-total 
Correlation 
α α  If Item 
Deleted 
Intellectual 
Stimulation 
q2a 
q8a 
q30a 
q32a 
0.75 
0.79 
0.82 
0.59 
0.88 0.84 
0.82 
0.81 
0.89 
0.77 
0.82 
0.57 
0.76 
0.87 0.82 
0.79 
0.89 
0.82 
Idealised 
Influence 
Behaviour 
q6a 
q14a 
q23a 
q34a 
0.76 
0.76 
0.66 
0.80 
0.88 0.84 
0.84 
0.88 
0.83 
0.74 
0.75 
0.79 
0.70 
0.88 0.85 
0.84 
0.83 
0.86 
Inspirational 
Motivation 
q9a 
q13a 
q26a 
q36a 
0.77 
0.58 
0.62 
0.71 
0.83 0.74 
0.83 
0.81 
0.76 
0.45 
0.79 
0.84 
0.70 
0.85 0.89 
0.76 
0.74 
0.80 
Idealised 
Influence 
Attributed 
q10a 
q18a 
q21a 
q25a 
0.66 
0.67 
0.63 
0.49 
0.80 0.72 
0.72 
0.74 
0.80 
0.88 
0.90 
0.50 
0.21 
0.85 0.74 
0.72 
0.82 
0.90 
Individualised 
Consideration  
q15a 
q19a 
q29a 
q31a 
0.63 
0.84 
0.73 
0.84 
0.89 0.90 
0.82 
0.87 
0.82 
0.56 
0.78 
0.82 
0.64 
0.85 0.87 
0.77 
0.75 
0.84 
Contingent 
Reward 
q1a 
q11a 
q16a 
q35a 
0.67 
0.84 
0.87 
0.53 
0.86 0.85 
0.77 
0.76 
0.89 
0.28 
0.82 
0.81 
0.80 
0.83 0.93 
0.70 
0.72 
0.73 
Management-
By-Exception 
Active 
q4a 
q22a 
q24a 
q27a 
0.55 
0.44 
0.73 
0.68 
0.78 0.74 
0.82 
0.66 
0.68 
0.49 
0.37 
0.58 
0.54 
0.70 0.63 
0.73 
0.58 
0.60 
Management-
By-exception 
Passive 
q3a 
q12a 
q17a 
q20a 
0.28 
0.26 
0.22 
0.29 
0.46 0.37 
0.39 
0.43 
0.36 
0.03 
0.05 
0.29 
0.20 
0.22 0.29 
0.35 
0.06 
0.04 
Laissez-Faire q5a 
q7a 
q28a 
q33a 
0.72 
0.64 
0.47 
0.56 
0.79 
 
0.67 
0.70 
0.80 
0.76 
0.77 
0.72 
0.62 
0.32 
0.78 0.63 
0.66 
0.72 
0.84 
Note: Bold=problematic items Item-total Correlation <0.40, and Cronbach‟s Alpha < 0.60 
 
6.4 MLQ: EXPLORATORY FACTOR ANALYSIS  
Since the nature of this research is exploratory, it is reasoned as valuable to 
identify any hidden variables that may be present within each domain to be taken 
forward for development in future research and for further analysis. The above 
reliability results suggest that the reliability of Bass and Avolio‟s (1997) original scales 
can be questioned in the Malaysian context. As a subsequent step, an Exploratory Factor 
Analysis was undertaken to ascertain to what extent the Malaysian data could be 
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comparable to Bass and Avolio‟s (1997) factor structure, according to their 
propositions. Thus, RQ1a was set. All 36 items from the MLQ were used although it 
was shown that there were a number of problematic items which might produce 
unreliability. Therefore, the following describe the prior requirements and rules of 
thumb for conducting factor analysis using principal components analysis. 
 
The purpose of factor analysis is to allow researchers to systematically examine a 
set of variables in order to discover whether the latent variables (things that cannot 
directly be measured) exist which are relatively independent of each other.  Factor 
analysis is also used to reduce the number of variables, and identify any underlying or 
latent variables that may be present in the patterns of correlations among a set of 
measures (Hair et al., 2006; Bryman & Cramer, 2001). Factor analysis describes and 
summarises data by grouping variables that are correlated. Therefore, within a matrix of 
correlation coefficients there may be clusters of high correlations between subsets of the 
measures which summarise the patterns of correlations between these variables 
independently, and as a result can be used to reproduce the observed variables whether 
there is one or more factor is available.  
 
The first rule of thumb is related to measurement issues, which suggests that the 
items should be measured using interval scales (Hair et al., 2007, Field, 2009). The 
second rule of thumb is that a strong conceptual foundation needs to support the 
assumption that a structure exist before performing the factor analysis (Hair et al., 
2007). The third one is Barlett’s Test of Sphericity (BTS) which indicates that sufficient 
correlations (significant < 0.5) exist among items. The fourth criterion is Kaiser-Meyer-
Olkin (KMO) which measures sampling adequacy (Field, 2009). The KMO statistics 
varies between 0 and 1. A value of 0.70 or more is generally considered sufficiently 
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high, whilst below 0.50 is unsatisfactory. Hutcheson and Sofroniou (1999) specify that 
values between 0.50 – 0.70 are mediocre, 0.70 – 0.80 are good, 0.80 – 0.90 are great, 
and above 0.90 are superb. In this study, KMO scores stayed in the range between 0.61 
and 0.75. The recommended criteria are thus met. Another rule of thumb is that the 
sample size should be at least 300 (Blaikie, 2003). The sample size of 331 meets this 
criterion. The recommendation for „item-to-response ratios‟ varies among researchers 
(e.g 1:5 in Hair et al., 2007; 1:10 in Schawab, 1980). The last criterion is the 
measurement of internal reliability (Item-total Correlation and Cronbach’s Alpha) 
which is already noted above (Section 6.3). 
 
Apart from the above requirements mentioned, researchers must also consider 
what decisions are to be made in the actual process of Factor Analysis. The key decision 
is the form of factor analysis. Two most widely used forms are Principal Components 
Analysis (PCA) and Principal Axis Factoring (PAF), and the difference can be found in 
the way they estimate the communality (Bryman & Cramer, 2001). PCA is concerned 
with establishing which linear components exist within the data and how a particular 
variable might contribute to that component (Field, 2009). On the other hand, PAF can 
only estimate the underlying factors, and relies on various assumptions for these 
estimates to be accurate (Dunteman, 1989). Simplistically, PCA merely decomposes the 
original data into a set of linear variants, whilst PAF derives a mathematical model from 
which factors are estimated (Field, 2009). Factor analysis establishes the communality 
of each item, i.e. the proportion of its variance is explained by the factors present and 
also the factor loading that measures the contribution an item makes to a particular 
factor. Factor analysis produces an initial solution on a number of factors that may be 
present in the set of items, giving the Eigenvalue of each that measures the amount the 
Chapter 6                                                                                                                          Abdul Halim Busari 
 
145 
 
total variance accounted for by the factor. In this research, PCA was employed, as it is 
more appropriate to identify the latent constructs underlying measured variables rather 
than data reduction per se (Fabrigar, Wegener, MacCallum & Strahan, 1999). 
 
The second decision to be made is the number of factors to be retained. There 
are two commonly used methods; Kaiser’s Criterion and Graphical Scree Test. The 
Kaiser‟s method is to select and retain factors which have an eigenvalue of greater than 
1.0 (Blaikie, 2003; De Vaus, 2002), and is appropriate for situations for further analysis. 
This is appropriate where the number of items is fewer than 30 and all communalities 
after extraction are greater than 0.70, or when the number of samples is greater than 250 
and the mean communality is greater than or equal to 0.60 (Stevens, 1996). Graphical 
Scree Test is used to draw a graph of the descending variance accounted for by the 
factors initially extracted (Bryman & Cramer, 2001), and is appropriate with a sample 
of more than 200 participants (Fabrigar et al., 1999). In this research, both Kaiser’s 
Criterion Graphical and Scree Test were employed. 
 
The third decision is factor rotation, which is to maximise the loadings of some 
of the items and improve the interpretability of factors. Orthogonal Rotation and 
Oblique Rotation are the most common methods used. The first produces factors that 
are independent of one another; the latter allows factors to be correlated (Bryman and 
Cramer, 2001). In this research, Oblique Rotation was used, since there was an 
expectation that some of Bass and Avolio‟s (1997) factors were theoretically correlated, 
as five factors were originally categorised in the same scale as „Transformational 
Leadership‟, and three other factors in „Transactional Leadership‟. In fact, Bass and 
Avolio (1997: 14) note that the “correlation between the transformational scales and 
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transactional contingent reward leadership was expected”, since “both transactional and 
transformational leadership represent active, positive forms of leadership”. Thus 
Oblique Rotation seemed to be appropriate to be used in this research. The following 
step that should be considered within Oblique Rotation is Direct Oblimin and Promax. 
With Direct Oblimin, the degree to which factors are allowed to correlate is determined 
by the value of delta (from -0.8 to 0.8). The default value of delta is zero, and this 
ensures that high correlation between factors is not allowed (Field, 2009). Promax is a 
faster procedure designed for every large data set. In this study, Direct Oblimin was 
more appropriate to be employed in view of the sample size.  
 
The final step is concerned with factor loading, which is the degree of 
correlation between factors and items. Hair et al., (2007) suggest that factor loadings 
greater than + 0.30 are considered as the minimal level, loadings of + 0.40 are more 
important, and loadings of + 0.50 or greater are practically significant. Choice of the 
cut-off level to be interpreted is a matter of researcher preference (Tabachnick & Fidell, 
2001: 625). In this present study factor loading of + 0.40 was used (i.e. 20% 
overlapping variance between the item and associated factor).  
 
Table 6.11 Initial Un-rotated Solutions for MLQ 36 Items (Followers & Leaders) 
FOLLOWERS (n=331) LEADERS (n=172) 
Factor Eigenvalue Variance 
Explained (%) 
Cumulative 
Variance 
(%) 
Eigenvalue Variance 
Explained (%) 
Cumulative 
Variance (%) 
1 13.44 37.33 37.33 11.04 30.68 30.68 
2 3.36 9.33 46.67 3.97 11.04 41.73 
3 3.01 8.37 55.05 2.82 7.85 49.58 
4 2.13 5.94 60.99 2.42 6.72 56.31 
5 1.60 4.45 65.44 2.18 6.05 62.37 
6 1.38 3.85 69.30 1.75 4.86 67.23 
7 1.21 3.37 72.67 1.51 4.21 71.44 
8 1.15 3.19 75.87 1.37 3.80 75.25 
9 1.04 2.91 78.78 1.03 2.87 78.13 
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As described above (Section 6.3), the results of reliability analyses clarified the 
problematic items which did not have acceptable values of Item-total Correlation 
(Table 6.10). However, the main purpose here was to investigate to what extent the 
Malaysian data fits into Bass and Avolio‟s factor structure according to their 
propositions, therefore the researcher decided to keep all items for this exploratory 
factor analysis. 
 
For the followers, it was firstly confirmed that conducting factor analysis was 
appropriate since the sample size was sufficient (i.e., responses = 331, variables = 36), 
the KMO value was 0.87, which is above the required 0.6 level (Tabachnick & Fidell, 
2001) and the BTS was highly significant (12516.069, p < 0.001). An initial un-rotated 
solution with Principal Components Analysis with Direct Oblimin identified nine 
factors which had eigenvalues over Kaiser‟s criterion 1.0, accounting for 78.78% of the 
variance (see Table 6.11).  
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Table 6.12 PCA of Followers for MLQ, with Specification of Nine Factors 
(Rotation Method: Direct Oblimin) 
 Factors 
 F1 F2 F3 F4 F5 F6 F7 F8 F9 
IM2-Q13A 0.82 -0.00 0.01 -0.02 -0.07 -0.03 0.04 -0.17 -0.04 
IIB3-Q23A 0.81 -0.00 0.00 -0.02 -0.08 0.03 0.01 -0.10 -0.00 
IIB4-Q34A 0.78 -0.02 -0.10 0.00 -0.04 -0.00 -0.07 -0.08 0.08 
IIB1-Q6A 0.77 -0.02 0.04 -0.06 0.04 0.11 -0.03 -0.09 -0.01 
IS3-Q30A 0.58 0.05 0.18 -0.42 0.01 0.18 0.00 -0.03 -0.18 
IS2-Q8A 0.58 0.01 0.25 -0.43 -0.02 0.11 0.02 -0.07 -0.14 
IIB2-Q14A 0.52 -0.01 -0.35 -0.18 0.03 0.01 0.02 -0.03 0.23 
Q5A-LF1 0.07 0.84 -0.01 -0.02 -0.08 -0.08 -0.07 0.01 0.05 
Q7A-LF2 0.03 0.82 0.01 0.02 -0.05 -0.06 -0.05 -0.04 -0.01 
Q33A-LF4 -0.08 0.76 0.05 -0.14 -0.08 -0.02 -0.19 0.00 0.01 
Q28A-LF 3 0.03 0.65 -0.05 0.13 0.18 0.07 0.13 -0.00 0.14 
Q12A-MBE P2 -0.09 0.61 -0.02 0.04 0.01 0.13 0.24 0.02 -0.21 
IC4-Q31A -0.03 -0.05 -0.73 -0.12 -0.01 0.15 -0.02 -0.30 0.01 
IC2-Q19A -0.04 0.00 -0.73 -0.04 -0.08 0.10 -0.08 -0.27 0.02 
IC3-Q29A -0.03 0.05 -0.59 -0.04 -0.37 0.00 0.08 -0.27 -0.21 
IC1-Q15A 0.30 0.00 -0.48 0.15 0.07 0.28 -0.02 -0.23 0.01 
IS1-Q2A 0.08 -0.00 0.14 -0.74 0.02 0.01 0.01 -0.34 0.02 
IS4-Q32A 0.04 -0.01 -0.46 -0.73 -0.06 0.13 -0.01 0.17 0.04 
IIA1-Q10A 0.15 0.05 0.10 -0.72 -0.04 -0.04 -0.08 -0.22 0.17 
IIA4-Q25A 0.36 0.05 -0.18 -0.60 0.09 0.27 0.02 0.19 0.07 
CR1-Q1A -0.00 0.07 -0.25 -0.55 -0.52 -0.04 0.17 0.04 -0.30 
CR3-Q16A -0.08 0.07 0.08 0.05 -0.91 0.20 0.07 -0.09 -0.07 
CR2-Q11A 0.28 0.08 -0.07 -0.03 -0.84 -0.19 0.08 -0.07 0.06 
CR4-Q35A -0.08 -0.07 -0.02 0.02 -0.58 0.49 -0.15 -0.03 0.38 
MBEA4-Q27A 0.15 0.00 -0.21 -0.08 0.05 0.75 -0.03 0.01 0.02 
MBEA3-Q24A -0.09 -0.03 -0.16 -0.15 -0.24 0.64 -0.05 -0.12 0.13 
MBEA1-Q4A 0.44 -0.02 0.14 0.08 -0.01 0.61 0.01 -0.18 -0.23 
Q17A-MBE P3  0.12 -0.05 -0.08 0.08 -0.15 0.00 0.79 0.09 -0.06 
Q20A-MBE P4 -0.14 -0.00 0.10 -0.10 0.07 -0.07 0.60 -0.12 0.17 
IM4-Q36A 0.02 -0.01 -0.11 -0.02 -0.04 -0.05 0.03 -0.84 -0.06 
IIA2-Q18A 0.10 0.03 -0.06 -0.01 -0.08 -0.04 -0.01 -0.83 0.04 
IIA3-Q21A 0.19 0.03 -0.12 0.07 -0.01 -0.00 -0.02 -0.81 0.02 
IM1-Q9A 0.08 0.00 -0.18 -0.04 0.07 0.15 0.01 -0.75 0.02 
IM3-Q26A 0.00 0.00 0.29 -0.20 -0.16 0.37 0.00 -0.56 -0.00 
Q3A-MBE P1 -0.04 0.22 0.10 -0.06 0.03 0.07 0.36 -0.00 0.58 
MBEA 2-Q22A 0.38 -0.03 -0.30 -0.10 -0.43 -0.05 -0.10 0.01 0.44 
Note: Rotation converged in 31 iterations; Interpretation of Pattern Matrix; cut-off level +.40(Bold) 
Key: Inspirational Motivation (IM), Idealised Influence Attributed (IIA), Idealised Influence Behaviour (IIB), Intellectual 
Stimulation (IS), Individualised Consideration (IC), Contingent Reward (CR), Management-by-Exception Active (MBEA), 
Management-by-Exception Passive (MBEP), Laissez-Faire (LF) 
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The Scree plot clearly showed inflexions that nine factors should be retained for 
analysis (F1, F2, F3, F4, F5, F6, F7, F8, and F9). Table 6.12 shows the outcome of PCA 
(Direct Oblimin) for followers. The items with a loading of greater than 0.4 are 
highlighted. The numbers of factors retained here parallel with Bass and Avolio‟s 
original propositions (nine factors), and the rotation phase thus initially considered the 
specification of „nine‟ factors. F1 represents all four items of idealised influence 
behaviour, two items of intellectual stimulation and each of inspirational motivation 
and management-by-exception active items. F2 consists of all four Laissez-Faire items 
and one of management-by-exception passive item. F3 assembled all four items of 
individualised consideration and one intellectual stimulation item. All four items of 
intellectual stimulation, in which two of them were cross-loaded in F1, were combined 
in F4 including two idealised influence attributed items and one cross loaded contingent 
reward item with F5. All four items of contingent reward were combined in F5. Three 
items of management-by-exception active were assembled in F6 with one cross-loaded 
contingent reward item. Only two items of management-by-exception passive were 
recorded in F7. Three inspirational motivation items were clustered together with two 
of idealised influence attributed items in F8. Finally, one each of management-by-
exception passive and management-by-exception passive item was respectively loaded 
in F9. Overall, the outcome of this PCA (Direct Oblimin), whilst specifying a nine-
factor solution, actually identified only seven factors, since the remaining two factors 
(F7 and F9) consist only multiple-loaded items.    
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Subsequently, for the leaders, PCA was conducted for Bass and Avolio‟s 36 
items, which was appropriate in terms of condition (i.e., responses = 172, variables = 
36). The KMO value was 0.77, and the BTS was significant (6157.71, p < 0.001). An 
initial un-rotated solution identified nine factors with eigenvalues over 1.0, accounting 
for 78.14% of the variance (see Table 6.11). For the leaders, Table 6.13 shows the 
outcome of the PCA (Direct Oblimin). The Scree plot showed inflexions after nine 
factors. F1 contained all four items of idealised influence behaviour and all four 
intellectual stimulation items and one idealised influence attributed item. F2 consisted 
of three contingent reward items and two items of management-by-exception Active. F3 
assembled all four Laissez-Faire items. All four items of individualised consideration 
were included in F4 and one cross-loaded idealised influence attributed item. All four 
items of idealised influence attributed were combined in F5. All four items from 
inspirational motivation, two from management-by-exception active items and one 
contingent reward item were loaded in F6. Two management-by-exception passive 
items were found in F7. One item of management-by-exception passive was found in 
F8. Finally, one management-by-exception passive item and one cross-loaded Laissez-
Faire item assembled in F9. In conclusion, the outcome of this PCA (Direct Oblimin), 
whilst specifying a nine-factor solution, actually identified only six factors, since the 
remaining three factors (F7, F8 and F9) consist only one or multiple-loaded items. 
Accordingly, these results suggest that the „seven-factor solution‟ established with the 
followers sample appeared to be much closer to Bass and Avolio‟s original framework 
than the „six-solution‟ from the leaders sample. 
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Table 6.13 PCA of Leaders for MLQ, with Specification of Nine Factors (Rotation 
Method: Direct Oblimin) 
 F1 F2 F3 F4 F05 F6 F7 F8 F9 
IIB2-Q14A 0.86 -0.01 -0.02 0.03 0.04 0.00 -0.05 -0.10 -0.03 
IS3-Q30A 0.84 -0.08 0.05 0.12 0.18 0.08 0.02 -0.00 -0.03 
IS2-Q8A 0.84 -0.07 0.01 0.26 0.09 0.19 0.11 0.14 0.13 
IIB3-Q23A 0.81 0.11 -0.08 -0.10 -0.09 0.05 -0.07 -0.05 -0.01 
IIB1-Q6A 0.77 0.05 0.05 -0.15 -0.01 -0.00 -0.09 -0.05 -0.03 
IIB4-Q34A 0.77 0.08 -0.07 -0.07 -0.14 0.09 0.01 0.13 0.20 
IS4-Q32A 0.76 0.07 -0.07 -0.12 -0.17 0.21 -0.11 0.08 0.06 
IS1-Q2A 0.46 -0.02 0.10 -0.30 0.35 -0.14 0.11 -0.25 -0.20 
CR3-Q16A -0.00 0.97 0.05 0.20 0.07 -0.03 0.07 -0.01 -0.00 
CR4-Q35A 0.00 0.96 0.02 0.19 0.08 -0.03 0.07 -0.02 -0.01 
CR2-Q11A 0.00 0.90 -0.00 -0.14 -0.09 0.04 0.00 0.08 0.03 
MBEA 2-Q22A 0.03 0.83 -0.00 -0.23 0.02 0.00 -0.02 -0.01 -0.03 
MBEA3-Q24A 0.14 0.44 -0.03 -0.01 0.44 0.09 -0.06 -0.26 -0.08 
L F1-Q5A 0.00 0.03 0.88 -0.06 0.00 0.01 0.13 -0.10 -0.01 
LF 2 -Q7A -0.08 0.04 0.86 0.01 -0.07 0.07 -0.09 -0.04 -0.11 
LF3-Q28A 0.04 0.00 0.78 -0.02 -0.04 -0.03 -0.10 0.21 0.08 
IC3-Q29A -0.02 0.02 0.01 -0.80 0.14 0.13 0.10 0.11 0.09 
IC2-Q19A -0.06 0.02 0.07 -0.80 0.07 0.14 0.10 0.09 0.08 
IC1-Q15A 0.30 0.07 0.04 -0.61 0.02 0.00 -0.05 -0.03 -0.08 
IC4-Q31A 0.29 -0.00 0.01 -0.61 0.11 -0.01 0.13 -0.06 -0.17 
IIA3-Q21A -0.12 0.15 -0.09 -0.54 0.46 0.21 -0.17 0.02 0.12 
IIA2-18A -0.04 0.16 -0.05 -0.12 0.87 0.01 -0.04 0.07 0.09 
IIA1-Q10A -0.08 0.14 -0.11 -0.10 0.85 0.07 -0.07 0.11 0.08 
IIA4-Q25A 0.46 -0.12 0.13 -0.19 0.49 -0.06 0.21 -0.03 -0.18 
IM4-Q36A -0.02 0.03 -0.04 -0.26 -0.07 0.77 -0.15 -0.05 -0.06 
IM2-13A 0.07 0.11 0.02 -0.30 -0.16 0.76 -0.03 -0.01 0.04 
MBEA1-Q4A 0.14 0.00 0.01 0.26 0.25 0.73 0.24 0.07 0.11 
CR1-Q1A 0.13 0.09 0.04 -0.33 -0.18 0.73 -0.03 -0.00 0.01 
MBEA4-Q27A 0.08 -0.06 0.02 0.19 0.36 0.69 0.04 -0.05 -0.16 
IM3-Q26A 0.28 0.09 0.05 0.19 0.05 0.64 0.15 -0.03 -0.07 
IM1-Q9A 0.12 0.03 0.02 -0.34 0.01 0.63 -0.07 -0.12 -0.06 
MBE P-1Q3A -0.12 0.10 0.09 -0.13 -0.09 -0.00 0.81 0.20 -0.07 
MBE P2-Q12A  0.04 -0.04 0.34 0.08 0.07 -0.05 -0.70 0.30 -0.09 
MBE P3 -Q17A  0.06 -0.01 0.01 -0.11 0.13 -0.08 0.04 0.84 -0.12 
MBE P4-Q20A -0.20 0.01 0.07 0.07 -0.12 0.11 0.01 0.04 -0.82 
L F4-Q33A -0.09 -0.01 0.46 0.01 0.01 0.01 0.01 -0.32 0.50 
Note: Rotation converged in 24 iterations; Interpretation of Pattern 0Matrix; cut-off level +.40(Bold) 
Key: Inspirational Motivation (IM), Idealised Influence Attributed (IIA), Idealised Influence Behaviour (IIB), Intellectual 
Stimulation (IS), Individualised Consideration (IC), Contingent Reward (CR), Management-by-Exception Active (MBEA), 
Management-by-Exception Passive (MBEP), Laissez-Faire (LF) 
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In summary, for the followers, a comparison in reliability analyses, 4 out of 36 
items were identified as problematic, whereas for the leaders, seven items were found to 
be problematic Hence, in terms of the reliability of the scales, followers‟ data fits Bass 
and Avolio‟s original scales better than the leaders‟ data. For the followers, the 
acceptable values of Cronbach’s Alpha for these scales ranged between 0.79 and 0.89, 
whilst for the leaders the acceptable values of Cronbach’s Alpha ranged between 0.78 
and 0.88. As for the results of PCA, initially, both followers and leaders data identified 
a „nine-factor solution‟ (see Table 6.12 and 6.14). However, seven factors were 
identified for followers and six factors for leaders. Although neither of them duplicates 
Bass and Avolio‟s original propositions, it can be recognised that the followers‟ data 
created a more comparable one with Bass and Avolio‟s original scales. Since Bass and 
Avolio‟s full range leadership model was developed in a North-American context, it is 
suggested in the future to employ an alternative leadership model in order to explore 
leadership dimensions rooted in the Malaysian business context. The alternative way is 
to increase the number of respondents so that this instrument might be applicable in the 
Malaysian context. Overall, the comparison of these results suggests that both followers 
and leaders samples, clearly did not replicate Bass and Avolio‟s (1995) original scales. 
However, for the subsequent analyses, the original Bass and Avolio‟s scales will be 
used. 
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6.5 LEADERSHIP APPROACHES: DESCRIPTIVE STATISTICS 
In order to answer RQ1d, the mean score (M) and standard deviations (SD) of 
the transformational, transactional and laissez-fair approaches were used and presented 
in Table 6.14. Leadership scale scores have a range possibility of 0 to 4. A score of 0 
means the approach was not used at all, 0-1 represents minimal or once in a while, 1-2 
demonstrate sometimes, 2-3 indicate fairly often, whilst a 4 was an approach used 
frequently, if not always. For the followers, the mean score for transformational 
leadership approaches was 3.25 (SD=0.71), transactional leadership approaches 
recorded a mean score of 3.03, SD=0.54, whilst the mean score for laissez-faire was 
2.03 with SD=0.78. For the leaders, the mean score for transformational leadership 
approaches was M=3.19, SD=0.68, transactional leadership approaches M=3.11, 
SD=0.52 and laissez faire M=2.37, SD=0.61.  
 
Table 6.14 Means and Standard Deviations of Leadership Approaches-Followers 
and Leaders  
 Followers Leaders 
Means SD Means SD 
Transformational 3.25 0.71 3.19 0.68 
Transactional   3.03 0.54 3.11 0.52 
Laissez-Faire 2.03 0.78 2.37 0.61 
 
Based on the findings above, from the followers‟ perceptions it appears that 
leaders demonstrated a more transformational leadership approach, as verified by a 
mean score in transformational leadership (M=3.25). Similarly, from the leader‟s 
assessment, it is found that leaders were also more transformational (M=3.19). Laissez-
faire was remained the lowest preferred leadership approach among the leaders and 
from the perception of the followers.  
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6.6 LEADERSHIP APPROACHES AND DEMOGRAPHIC FACTORS 
In order to answer RQ1e, the mean score (M) and standard deviations (SD) of 
the transformational and transactional approaches based on the demographics 
characteristics (gender, age, length of service and level of education) of the leaders were 
used and presented in Table 6.15.  Both male and female leaders score higher on 
transformational leadership. However, as overall male was found to be more 
transformational. The younger groups (34-38) and middle age groups (39-43) of leaders 
were found to be more transformational whilst the elder group (44-48) was found to be 
transactional. It shows the leaders who have spent longer in service were found to be 
more transactional.  The leaders with a basic degree and master‟s qualification found to 
be more transformational; in contrary to those who have higher education who were 
transactional. 
 
Table 6.15 Leadership approaches and demographic factors-Leaders (172)  
  Leaders 
 Factors Transformational  Transactional 
n Mean SD Mean SD 
Gender  Male 94 3.20 0.73 3.14 0.53 
Female 78 3.18 0.64 3.07 0.51 
Age 34-38 70 3.08 0.76 3.04 0.60 
39-43 72 3.30 0.58 3.14 0.45 
44-48 30 3.15 0.71 3.18 0.46 
Length of service 1-5 100 3.22 0.71 3.14 0.80 
6-10 66 3.19 0.70 3.23 0.65 
>11 6 3.30 0.58 3.36 0.42 
Level of Education SPM/STPM 0 0 0 0 0 
Dip/Degree 116 3.23 0.68 3.12 0.51 
Master 52 3.16 0.71 3.05 0.56 
Phd 4 2.72 0.34 3.33 0.36 
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6.7 CSI: DESCRIPTIVE RESULTS 
This section presents the analyses and results of Alinson and Hayes‟s (1996) 
Cognitive Style Index for both followers and leaders. The Cognitive Style Index (CSI), a 
self report questionnaire that has been used to assess the analysis-intuition dimension of 
leader‟s cognitive style from the followers‟ perspectives and leader‟s assessment are 
presented below. Previous research has supported the unifactorial structure of the CSI 
(Brigham et al., 2007; Sadler-Smith, Spicer, & Tsang, 2000). However, Hodgkinson 
and Sadler-Smith (2003), who have reassessed the CSI have found a two-factor model 
with an improved approximation of answers on the CSI and additionally recommended 
a revised scoring procedure in which both the analysis and intuition scales be treated as 
separate scales.  
 
In this research, the CSI were treated as separate scales using a revised scoring 
procedure advocated by Hodgkinson and Sadler-Smith (2003) and supported by 
Coffield, Mosely, Hall, and Ecclestone (2004). Both sets of items are scored positively 
(true = 2; uncertain = 1; false = 0). In the initial step, each item was summed, thus 21 
analysis items resulting in a theoretical maximum score of 42 and a minimum score of 
0, whilst 17 intuition items resulting in a theoretical maximum score of 34 and 
minimum of 0. The summation then divided by the number of items in each dimension 
(i.e. 21 for analysis; 17 for intuition) to give directly comparable scores for each 
dimension, with a theoretical minimum and maximum of 0 and 2. The higher the score 
indicates a more positive response for each scale (Spicer, 2004).  
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6.7.1 Analysis 
Analysis dimension refers to leaders that prefer a structured approach to solving 
problems and decision making based on mental reasoning and a focus on detail. They 
tend to use systematic methods of investigation, and are especially comfortable with 
ideas requiring step by step analysis. Results for those items representing analysis are 
included in Table 6.16. In the analysis dimension items, a score of „2‟ was assigned for 
a response of true, „1‟ for uncertain and „0‟ for false.  
 
For the followers, the mean scores for analysis were in the range between 1.22 
and 1.38. Item q21b shows the highest mean score with fifty-four percent of 
respondents responding „true‟ to this question. Item q9b „my leader tries to keep a 
regular routine in his/her work‟, although demonstrating quite a low mean score, 
however shows the highest responses (66%) of „Uncertainty‟. On the contrary, item 
q11b has shown the highest responses (17.5%) of „False‟ response. For item q8b 
recorded the lowest mean score, however shows the highest responses (58%) of „True‟. 
The result suggests that followers perceive their leaders as analytical when dealing with 
decision making. 
 
For the leaders, the items mean values ranged between 0.98 and 1.30 as shown 
in Table 6.17. Items q22b and q29b demonstrate high levels of analysis dimension with 
more than thirty percent of respondents in each case responding „true‟ for the 
statements. For items q3b, q4b and q8b respectively, shows less than 10% of leader 
responded „false‟ scale which means the leaders were analytical on their decision-
making processes. Items q3b, q4b, and q14b demonstrate that over seventy percent of 
leaders have responded „uncertainty‟, which suggests that leaders are more likely put 
their work into details when it comes to decision making.   
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Table 6.16 Item Summaries: CSI Analysis - (Percentage; F=False, U=Uncertain, 
T=True)-Followers (n=331) 
 Items F 
(0) 
U 
(1) 
T 
(2) 
Mean SD 
q1b In my opinion my leader uses rational thought as a basis for 
making decisions 
5.7 55.6 38.7 
 
1.33 0.58 
q2b To solve a problem, my leader has to study each part of it in 
detail 
3.3 63.7 32.9 
 
1.30 0.52 
q3b My leader most effective when his/her work involves a clear 
sequence of tasks to be performed 
3.0 60.1 36.9 1.34 0.53 
q4B My leader has difficulty in working with people who „dive in 
at the deep end‟ without considering the finer aspects of the 
problem 
7.3 50.8 42.0 1.24 0.59 
q5b My leader carefully follows rules and regulations 4.2 61.9 33.8 1.30 0.57 
q6b My leader avoids taking a course of action if the odds are 
against its success 
9.4 47.1 43.5 1.24 0.55 
q8b My leader understanding of a problem tends to come more 
from thorough analysis than flashes of insight (i.e. seeing the 
answer quickly and easily) 
7.3 34.7 58.0 1.22 0.53 
q9b My leader tries to keep a regular routine in his/her work 3.6 65.9 30.5 1.32 0.57 
q10b The kind of work my leader like best is that which requires a 
logical, step by step approach 
5.4 57.1 37.5 1.32 0.59 
q11b My leader rarely makes „off the top of the head decisions‟ 17.5 45.9 36.6 1.28 0.63 
q13b Given enough time, my leader would consider every situation 
from all angles 
4.8 54.4 40.8 1.36 0.57 
q14b To be successful in his/her work, my leader find that it is 
important to avoid hurting other people‟s feelings 
3.0 46.8 50.2 1.31 0.62 
q15b The best way for my leader to understand a problem is to 
break it down into its constituent parts 
8.5 51.1 40.5 1.32 0.62 
q19b My leader always pays attention to detail before he/she reach 
a conclusion 
7.9 50.2 42.0 1.34 0.61 
q21b My leader‟s philosophy is that it is better to be safe than sorry  8.5 37.5 54.1 1.38 0.59 
q22b When making a decision, my leader takes his/her time and 
thoroughly considers all the relevant factors 
2.4 51.1 45.5 1.31 0.53 
q23b My leader gets on best with quiet thoughtful people 13.0 48.6 38.4 1.26 0.66 
q25b Most people regard my leader as a logical thinker 12.4 32.6 55.0 1.33 0.62 
q26b To fully understand the facts my leader needs a good theory 10.0 54.4 35.6 1.26 0.55 
q28b My leader thought detailed, methodical work satisfying 8.2 61.0 30.8 1.23 0.58 
q29b My leader approach to solving a problem is to focus on one 
part at a time 
4.8 47.7 47.4 1.28 0.64 
 
6.7.2 Intuition 
Intuitive dimension refers to leaders that prefer immediate judgements based on 
feelings and the adoption of a holistic approach. A score of „0‟ was assigned for a 
response of true, „1‟ for uncertain and „2‟ for false. Results for those items representing 
intuition are included in Table 6.18.  
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For the followers, the mean scores for intuition ranged between 1.12 and 1.49. 
Item q20b demonstrates the highest mean score (1.49), followed by item q36b (1.48). 
Item q35b shows the highest (13.6%) of „true‟ responses. Items q16b and q32b 
respectively demonstrate the same percentage (11.2%) of „true‟ responses. Item q36b 
recorded the highest „false‟ responses (55.6%) followed by item q17b (55%). Most of 
the responses skewed towards „uncertainty‟ responses. 
 
Table 6.17 Item Summaries: CSI Analysis - (Percentage; F=False, U=Uncertain, 
T=True-Leaders; n=172) 
 Items F 
(0) 
U 
(1) 
T 
(2) 
Mean SD 
q1b In my opinion rational thought is the only realistic basis 
for making decisions 
8.7 51.7 39.5 1.30 0.62 
q 2b To solve a problem, I have to study each part of it in detail. 11.6 62.8 25.6 1.13 0.59 
q3b I‟m most effective when my work involves a clear 
sequence of tasks to be performed 
8.1 72.7 19.2 1.11 0.51 
q4b I have difficulty in working with people who „dive in at 
the deep end‟ without considering the finer aspec ts of the 
problem 
8.1 73.3 18.6 1.10 0.50 
q5b I am careful to follow rules and regulations 14.5 59.3 26.2 1.11 0.62 
q6b I avoid taking a course of action if the odds are against its 
success 
12.2 66.3 21.5 1.09 0.57 
q8b My understanding of a problem tends to come more from 
thorough analysis than flashes of insight (i.e. seeing the 
answer quickly and easily) 
7.0 64.0 29.1 1.22 0.55 
q9b I try to keep a regular routine in my work 13.4 62.2 24.4 1.11 0.60 
q10b The kind of work I like best is that which requires a 
logical, step by step approach 
16.3 59.3 24.4 1.08 0.63 
q11b I rarely make „off the top of the head decisions‟ 12.2 64.0 23.8 1.11 0.59 
q13b Given enough time, I would  consider every situation from 
all angles 
18.6 53.5 27.9 1.09 0.67 
q14b To be successful in my work, I find that it is important to 
avoid hurting other people‟s feelings 
12.2 76.2 11.6 0.99 0.48 
q15b The best way for me to understand a problem is to break it 
down into its constituent parts 
21.5 58.7 19.8 0.98 0.64 
q19b I always pay attention to detail before I reach a conclusion 21.5 58.1 20.3 0.98 0.64 
q21b My philosophy is that it is better to be safe than sorry  12.2 59.9 27.9 1.10 0.61 
q22b When making a decision, I take my time and thoroughly 
consider all the relevant factors 
11.0 57.6 31.4 1.25 0.62 
q23b I get on best with quiet thoughtful people 10.5 62.2 27.3 1.16 0.59 
q25b Most people regard me as a logical thinker 13.4 59.9 26.7 1.13 0.62 
q26b To fully understand the facts I need a good theory 11.6 61.6 26.7 1.15 0.60 
q28b I find detailed, methodical work satisfying 11.6 65.1 23.3 1.11 0.58 
q29b My approach to solving a problem is to focus on one part 
at a time 
19.8 48.8 31.4 1.11 0.70 
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For the leaders, the mean values for intuition items ranged between 1.01 and 
1.48 as shown in Table 6.19. Items q20b show the highest mean score, 1.48 with over 
fifty percent of respondents answered „false‟ for these statements giving a view that 
leaders supported decisions based on intuition. Items q20b, q31b, q32b, and q37b 
respectively show less than six percent of „true‟ responses. Items q17b and q38b reveal 
over fifty percent responded „uncertainty‟. Similar to followers‟ perceptions, the 
leader‟s assessment of intuition responses skewed towards „uncertainty‟. Overall results 
show intuition dimension was preferred by both followers and leaders.  
 
Table 6.18 Item Summaries: CSI Intuition - (Percentage; F=False, U=Uncertain, 
T=True)-Followers (n=331) 
   Items T(0) U(1) F(2) Mean SD 
q7b My leader inclined to scan through written 
documents rather than read them in detail 
3.3 49.8 46.8 1.45 0.56 
q12b My leader prefers chaotic action to orderly 
inaction 
7.3 51.7 41.1 1.33 0.60 
q16b My leader thought that adopting a careful, 
analytical approach to making decisions takes too 
long 
11.2 51.4 37.5 1.26 0.64 
q17b My leader makes the most progress when he/she 
take calculated risks 
8.5 36.6 55.0 1.46 0.63 
q18b My leader is too organised when performing 
certain kinds of tasks 
3.6 52.3 44.1 1.40 0.56 
q20b My leader makes many of his/her decisions on the 
basis of intuition (i.e. feelings rather than facts) 
1.8 65.3 32.9 1.49 0.50 
q24b My leader would rather his/her life was 
unpredictable than it followed a regular pattern 
3.0 44.4 52.6 1.35 0.55 
q27b My leader works best with people who are 
spontaneous 
3.9 56.5 39.6 1.30 0.55 
q30b My leader is constantly on the look out for new 
experiences 
4.5 60.4 35.0 1.31 0.55 
q31b In meetings my leader has more to say than most 8.8 50.8 40.5 1.32 0.62 
q32b My leader instinctive feelings are just as good a 
basis for decision making as careful analysis 
11.2 64.0 24.8 1.13 0.58 
q33b My leader is the kind of person who casts caution 
to the wind 
10.3 52.9 36.9 1.26 0.63 
q34b My leader makes decisions and get on with things 
rather than analyse every last detail 
7.3 51.4 41.4 1.34 0.60 
q35b My leader always prepared to take a gamble 13.6 47.1 39.3 1.25 0.69 
q36b Formal plans are more of a hindrance than a help 
in my leader‟s work 
7.6 36.9 55.6 1.48 0.63 
q37b My leader prefers ideas rather than facts and 
figures 
8.5 50.5 41.1 1.32 0.62 
q38b My leader found out that „too much analysis 
results in „paralysis‟ 
7.6 39.3 53.2 1.45 0.63 
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Table 6.19 Item Summaries: CSI Intuition - (Percentage; F=False, U=Uncertain, 
T=True-Leaders; n=172) 
 Items T(0) U(1) F(2) Mean SD 
q7b I am inclined to scan through written documents 
rather than read them in detail. 
11.0 51.7 37.2 1.26 0.64 
q12b I prefer chaotic action to orderly inaction. 14.0 70.9 15.1 1.01 0.54 
q16b I find that adopting a careful, analytical approach to 
making decisions takes too long. 
12.2 63.4 24.4 1.12 0.59 
q17b I make the most progress when I take calculated risks. 10.5 55.8 33.7 1.23 0.62 
q18b I find that it is possible to be too organised when 
performing certain kinds of tasks. 
14.5 61.0 24.4 1.09 0.61 
q20b I make many of my decisions on the basis of intuition 
(i.e. feelings rather than facts). 
5.8 40.1 54.1 1.48 0.60 
q24b I would rather my life was unpredictable than it 
followed a regular pattern. 
8.7 58.1 33.1 1.24 0.60 
q27b I work best with people who are spontaneous. 7.0 41.9 51.2 1.44 0.62 
q30b I am constantly on the look out for new experiences. 11.0 62.2 51.2 1.15 0.59 
q31b In meetings I have more to say than most. 5.2 79.7 15.1 1.09 0.44 
q32b My instinctive feelings are just as good a basis for 
decision making as careful analysis. 
5.2 73.3 21.5 1.16 0.49 
q33b I am the kind of person who casts caution to the wind. 11.6 61.0 27.3 1.15 0.60 
q34b I make decisions and get on with things rather than 
analyse every last detail. 
9.9 43.6 46.5 1.36 0.65 
q35b I am always prepared to take a gamble. 7.0 77.3 15.7 1.08 0.46 
q36b Formal plans are more of a hindrance than a help in 
my work. 
11.0 59.9 29.1 1.18 0.60 
q37b I prefer ideas rather than facts and figures. 5.2 80.8 14.0 1.08 0.43 
q38b I find that „too much analysis results in „paralysis‟. 11.6 59.3 29.1 1.17 0.61 
 
 
6.8 CSI: RELIABILITY ANALYSIS 
It is important to extend the following analyses to verify whether the CSI scales 
are really suitable for the Malaysian context or need some modification. These analyses 
were performed in order to answer RQ2b. Therefore, the internal reliabilities of the 
analytic-intuitive dimensions were tested by means of Item-total Correlation which 
compares the distribution of responses to each item with the distribution of total scores 
for all items in the scale and Cronbach’s Alpha (α,) that concerns the ability of a 
measure to produce consistent results.  
 
The results of CSI reliability analyses for followers and leaders are shown in 
Table 6.21. For the followers, Cronbach’s Alpha for the two cognitive style scales was 
0.88 for intuition and 0.92 for analysis, respectively, indicating good reliability. The 
results of Cronbach’s Alpha (α,) for the two dimensions obtained acceptable scores 
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(>0.6). Three problematic items (q16b, q24b, and q31b) were found in the intuition 
dimension which did not exhibit sufficient Item-total Correlation scores. However, 
these problematic items would not improve the alpha by their deletion. In the analysis 
dimension, there were no items regarded as problematic items that would improve alpha 
by their deletion. 
  
Results for the leaders are also shown in Table 6.20. Cronbach’s Alpha for the 
two cognitive style scales was 0.87 for intuition and 0.92 for analysis respectively 
indicating good reliability (Field, 2009). Five items from Intuition scales (q32b, q33b, 
q35b, q36b, and q37b), whilst item q11b of analysis scale were identified which did not 
exhibit sufficient Item-total Correlation score of <0.3. In fact, it would not improve the 
alpha by its deletion. Item-total correlation compares the distribution of responses to 
each item with distribution of total scores for all items in the scale. The analysis showed 
both intuition and analysis scales for both followers and leaders had high reliabilities.  
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Table 6.20   Reliability Analysis-CSI 
 Item 
No. 
FOLLOWERS (n=331) LEADERS (n=172) 
Item-total 
Correlation 
α Alpha If Item 
Deleted 
Item-total 
Correlation 
α Alpha If Item 
Deleted 
Intuition q7b 
q12b 
q16b 
q17b 
q18b 
q20b 
q24b 
q27b 
q30b 
q31b 
q32b 
q33b 
q34b 
q35b 
q36b 
q37b 
q38b 
 
0.44 
0.67 
0.39 
0.66 
0.50 
0.40 
0.39 
0.45 
0.58 
0.37 
0.61 
0.41 
0.67 
0.41 
0.64 
0.48 
0.70 
0.88 0.87 
0.86 
0.88 
0.86 
0.87 
0.87 
0.87 
0.87 
0.87 
0.88 
0.87 
0.87 
0.86 
0.88 
0.87 
0.87 
0.86 
0.40 
0.70 
0.70 
0.43 
0.66 
0.63 
0.62 
0.62 
0.62 
0.64 
0.22 
0.20 
0.55 
0.24 
0.29 
0.33 
0.67 
 
0.87 0.87 
0.86 
0.86 
0.87 
0.86 
0.86 
0.86 
0.86 
0.86 
0.87 
0.87 
0.86 
0.86 
0.87 
0.87 
0.87 
0.86 
Analysis q1b 
q2b 
q3b 
q4b 
q5b 
q6b 
q8b 
q9b 
q10b 
q11b 
q13b 
q14b 
q15b 
q19b 
q21b 
q22b 
q23b 
q25b 
q26b 
q28b 
q29b 
 
0.78 
0.63 
0.67 
0.58 
0.63 
0.47 
0.64 
0.52 
0.60 
0.77 
0.50 
0.58 
0.52 
0.56 
0.78 
0.54 
0.41 
0.59 
0.50 
0.41 
0.60 
0.92 
 
0.91 
0.92 
0.92 
0.92 
0.92 
0.92 
0.92 
0.92 
0.92 
0.91 
0.92 
0.92 
0.92 
0.92 
0.91 
0.92 
0.92 
0.92 
0.92 
0.92 
0.92 
0.01 
0.42 
0.70 
0.65 
0.63 
0.54 
0.40 
0.55 
0.61 
0.38 
0.64 
0.61 
0.62 
0.72 
0.73 
0.71 
0.66 
0.63 
0.65 
0.64 
0.55 
0.92 0.92 
0.92 
0.91 
0.91 
0.91 
0.91 
0.92 
0.91 
0.91 
0.92 
0.91 
0.91 
0.91 
0.91 
0.91 
0.91 
0.91 
0.91 
0.91 
0.91 
0.92 
 
Note: Bold=problematic items Item-total Correlation <0.40, and Cronbach‟s Alpha <0.60 
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6.9 CSI: EXPLORATORY FACTOR ANALYSIS 
Since this study is exploratory in nature, the researcher has decided to keep all 
items for the Factor Analysis, although the results of reliability analyses identified a 
number of problematic items for followers and leaders which did not have acceptable 
values of Item-total Correlation.  In order to answer RQ2a, to test whether the data 
could be comparable to Allinson and Hayes (1996) factor structure, the first stage is to 
verify that datasets are suitable for factor analysis. Sampling adequacy the Kaiser-
Meyer-Olkin measures show that a sufficient amount of common variance exists among 
the variables (0.84). The Barlett‟s test of Sphericity for followers shows significant 
value (10076.21, p<0.001), indicating a non-identity matrix and appropriateness of the 
analyses. For the leaders, sampling adequacy the Kaiser-Meyer-Olkin measures show 
that a sufficient amount of common variance exists among the variables (0.83), while 
Barlett‟s test of Sphericity was significant (4938.98, p< 0.001), indicating a non-identity 
matrix and appropriateness of the analyses. Theoretically meaningful patterns were 
produced in all rotations and it seems plausible that the factors correlate, indicating that 
analytic and intuitive styles do not necessarily rule each other out as the theory suggests. 
 
Table 6.21 Initial Un-rotated Solutions for CSI 38 Items –Followers & Leaders 
FOLLOWERS LEADERS    
Factor Eigenvalue Variance 
Explained (%) 
Cumulative 
Variance 
(%) 
Eigenvalue Variance 
Explained 
(%) 
Cumulative 
Variance (%) 
1 9.35 24.61 24.61 10.827 28.492 28.492 
2 5.66 14.91 39.53 5.880 15.475 43.967 
3 2.57 6.76 46.29 2.382 6.268 50.236 
4 2.25 5.93 52.28 1.799 4.735 54.971 
5 1.51 3.98 56.21 1.688 4.442 59.413 
6 1.41 3.72 59.94 1.496 3.938 63.350 
7 1.34 3.53 63.47 1.385 3.646 66.996 
8 1.12 2.95 66.43 1.339 3.523 70.519 
9 1.04 2.75 69.18 1.057 2.782 73.301 
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Table 6.22 PCA of CSI for Followers and Leaders, with Specification of Two 
Factors (Rotation Method: Direct Oblimin) 
FOLLOWERS LEADERS 
 F1 F2  F1 F2 
analytical15 0.84 -0.05 analytical14 0.77 0.01 
analytical1 0.84 -0.02 analytical4 0.76 0.06 
analytical10 0.84 -0.06 analytical3 0.76 0.08 
analytical3 0.72 0.07 analytical15 0.75 0.12 
analytical5 0.70 -0.07 analytical16 0.73 0.17 
analytical2 0.69 0.02 analytical17 0.71 0.03 
analytical7 0.67 -0.04 Intuitive15 0.70 0.14 
analytical18 0.65 -0.07 analytical19 0.69 0.04 
analytical21 0.65 0.00 analytical11 0.67 0.15 
analytical9 0.65 -0.00 analytical20 0.67 0.20 
analytical4 0.65 -0.01 analytical18 0.67 0.06 
analytical12 0.60 0.03 analytical5 0.65 0.14 
analytical14 0.58 0.02 analytical13 0.65 0.09 
analytical13 0.56 0.01 analytical12 0.64 0.17 
analytical16 0.55 0.06 analytical9 0.63 0.11 
analytical8 0.54 0.12 analytical21 0.59 0.03 
analytical19 0.53 0.11 analytical8 0.58 0.03 
analytical11 0.52 -0.01 Intuitive16 0.57 0.18 
analytical6 0.51 0.04 Intuitive11 0.56 0.05 
analytical20 0.46 -0.02 analytical6 0.55 0.16 
analytical17 0.45 -0.05 Intuitive14 0.54 0.10 
Intuitive17 -0.09 0.79 Intuitive10 0.53 0.06 
Intuitive4 -0.07 0.76 Analytical2 0.49 0.13 
Intuitive13 -0.05 0.75 analytical10 0.40 0.25 
Intuitive2 -0.05 0.74 analytical7 0.40 0.25 
Intuitive15 -0.04 0.74 Intuitive3 0.17 0.81 
Intuitive9 -0.10 0.68 Intuitive2 0.15 0.80 
Intuitive11 0.09 0.64 Intuitive17 0.15 0.78 
Intuitive5 -0.14 0.59 Intuitive9 0.18 0.74 
Intuitive16 0.03 0.53 Intuitive13 -0.00 0.70 
Intuitive8 -0.13 0.53 Intuitive5 0.26 0.70 
Intuitive1 -0.01 0.49 Intuitive6 0.08 0.69 
Intuitive12 0.10 0.45 Intuitive8 0.03 0.68 
Intuitive6 0.09 0.45 Intuitive7 0.26 0.66 
Intuitive14 0.18 0.43 Intuitive12 0.20 0.65 
Intuitive10 0.04 0.43 Intuitive4 0.04 0.62 
Intuitive3 0.14 0.42 analytical1 -0.00 0.55 
Intuitive7 0.10 0.42 Intuitive1 0.11 0.47 
Note: Rotation converged in 4 
iterations; Interpretation of Pattern 
Matrix; cut-off level +.40(Bold) 
   Key: Analysis (Anal); Intuition (Int) 
Note: Rotation converged in 3 iterations; 
Interpretation of Pattern Matrix; cut-off 
level +.40Bold) 
   Key: Analysis (Anal); Intuition (Int) 
 
Results for the followers and leaders are presented in Table 6.21. An initial un-
rotated solution with Principal Components Analysis (PCA) with Direct Oblimin found 
nine Eigenvalues over 1, accounting for 69.18% with scree test showing a clear 
inflexion after two. Similarly, for the leaders, PCA has found nine factors which had 
Eigenvalues over 1.0 accounting for 73.30% of the variance. Scree test also showed a 
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clear inflexion after two shows that these two components were retained for further 
analysis. These data were rotated using Oblimin rotation, consistent with previous 
findings that CSI factors are correlated (Hodgkinson & Sadler-Smith, 2003). Based on 
the two factor solution for both followers and leaders, it is possible to divide the data 
into two factors, 1) Analysis, and 2) Intuition. 
 
For the followers (see Table 6.22), 21 items loaded on F1, the theoretical analytic 
factor, 17 items were loaded on F2 the theoretical intuition factor. Items with a loading 
of greater than 0.4 are highlighted. However, for the leaders, 20 analysis items and 5 
intuition items were loaded on F1, whilst 12 intuition and one analysis items loaded in 
F2. None of the items exhibited below than the 0.4 threshold as suggested the salient 
level is .33 (Hair et al., 2007). 
The results for followers consist of two unipolar factors in separating the 
analysis and intuition construct. However for the leaders, the CSI did not appear to be 
contained by a single bipolar analysis and intuition factor, nor they consist of two 
unipolar factors but a mixture of two unipolar of analysis and intuition. Therefore, the 
followers‟ data replicated the dimensional structure of cognitive style index; however 
the dimensions of cognitive style proposed by Allinson and Hayes (1996) could not be 
compared to leaders‟ data in the present study. 
In summary, for the followers, a comparison of reliability analyses, 3 out of 38 
items were identified as problematic. However, these problematic items would not 
improve the alpha by their deletion. For the leaders, 6 out of 38 items were found to be 
problematic. Similarly with followers, these problematic items would not improve the 
alpha by their deletion. Hence in terms of reliability of the scales, followers‟ data fits 
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Hodgkinson and Smith‟s revised scales better than the leaders‟ data. For the followers, 
the acceptable values of Cronbach’s Alpha for these scales ranged between 0.88 and 
0.92, whilst for the leaders the acceptable values of Cronbach’s Alpha ranged between 
0.87 and 0.92. As for the results of PCA, both followers and leaders data identified a 
„two-factor solution‟ (see Table 6.22). Although both of them duplicate Hodgkinson and 
Smith (2003) revised scales propositions, it can be recognised that the followers‟ data 
created a more comparable one with Hodgkinson and Smith scales. It is suggested in the 
future to employ alternative cognitive style instruments, or change the measuring Likert 
scale to be more realistic in order to explore cognitive style dimensions rooted in the 
Malaysian business context. 
 
6.10 COGNITIVE STYLE: DESCRIPTIVE STATISTICS 
This section set to answer RQ2d. The mean score (M) and standard deviations 
(SD) of the analysis and intuition dimension were used and presented in Table 6.23. For 
the followers, the mean score for analysis dimension was 1.30 (SD=0.37), whilst 
intuition recorded a mean score of 1.35 and SD=0.35. For the leaders, the mean score 
for analysis dimension was M=1.11, SD=0.37, and intuition M= 1.19, SD=0.33. 
 
Table 6.23 Means and Standard Deviations of Cognitive Style-Followers and 
Leaders  
 Followers Leaders 
Means SD Means SD 
Analysis 1.30 0.37 1.11 0.37 
Intuition 1.35 0.35 1.19 0.33 
 
Based on the results above, from the followers‟ perceptions, it appears that 
leaders are seen as more intuitive, as demonstrated by a mean score in intuition 
(M=3.25). Similarly, from the leader‟s assessment, it is found that leaders were also 
more intuitive (M=1.19).  
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6.11 COGNITIVE STYLE AND DEMOGRAPHIC CHARACTERISTICS 
This section focuses on answering RQ2e, the influence of demographic factors 
(gender, age, experience and level of education) with cognitive style from the leaders‟ 
perspective. The results are summarised in Table 6.24.   
 
The mean score (M) and standard deviations (SD) of the analysis and intuition 
dimensions based on the demographics characteristics (gender, age, length of service 
and level of education) from leader‟s assessment are presented in Table 6.24. Male and 
female leaders respectively score higher on the intuitive scale. Concerning the age 
group, the intuition score was higher than analysis for all age groups; however intuition 
appears to decrease with increasing age. The new comer and the experienced leaders 
were the most intuitive ones. Regarding education level, the score of intuition appears to 
increase with the level of education. 
 
Table 6.24 Cognitive style and demographic factors-Leaders (172)  
  Analysis Intuition 
 Factors Leaders Leaders 
n Mean SD Mean SD 
Gender  Male 94 1.15 0.35 1.23 0.32 
Female 78 1.07 0.39 1.15 0.34 
Age 34-38 70 1.15 0.34 1.22 0.28 
39-43 72 1.12 0.40 1.20 0.32 
44-48 30 1.02 0.36 1.10 0.44 
Length of service 1-5 100 1.13 0.35 1.21 0.32 
6-10 66 1.10 0.38 1.17 0.35 
>11 6 1.07 0.63 1.21 0.32 
Level of Education SPM/STPM 0 0 0 0 0 
Dip/Degree 116 1.11 0.38 1.19 0.34 
Master 52 1.13 0.36 1.18 0.32 
Phd 4 1.14 0.37 1.27 0.14 
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6.12 LEQ: FACTOR ANALYSIS 
As this questionnaire is new, it is vital to perform Factor Analysis in order to 
reduce and arrange the number of variables and identify any latent variables that may be 
present in the patterns of correlations among the set of measures (Bryman & Cramer, 
2001). This step is to answer RQ3a. The steps taken were the same as the MLQ and 
CSI. Factor analysis using principal component analysis of items is described below. 
Factor analysis establishes the communality of each item, i.e. the proportion of its 
variance explained by the factors present and also the factor loading that measures the 
contribution an item makes to a particular factor (Field, 2009). Factor analysis produces 
an initial solution on the number of factors that may be present in the set of items, 
giving the eigenvalue of each that measures the amount of the total variance accounted 
for by the factor (Hair, et al., 2007). It was firstly confirmed that conducting the factor 
analysis was appropriate. For the followers, sample size was sufficient (n = 331, items = 
21). Sampling adequacy the Kaiser-Meyer-Olkin measures show that a sufficient 
amount of common variance exists among the variables (0.91) whilst Barlett‟s test of 
Sphericity shows significant (3628.543, p < 0.001). For the leaders, sample size is 172, 
with number of items being twenty one. The KMO = 0.77, whilst BTS shows 
significant (2307.894, p < 0.001). Both results indicate appropriateness of the analysis. 
 
Table 6.25 Initial Un-rotated Solutions LEQ (Followers and Leaders) 
FOLLOWERS (n=331) LEADERS (n=172)  
Factor Eigenvalue Variance 
Explained 
(%) 
Cumulative 
Variance 
(%) 
Eigenvalue Variance 
Explained 
(%) 
Cumulative 
Variance 
(%) 
1 10.74 51.15 51.15 6.04 28.76 28.76 
2 2.67 12.74 63.87 3.63 17.31 46.07 
3 1.20 5.75 69.62 2.04 
1.48 
9.75 
7.07 
55.82 
62.90 
    1.28 6.09 69.00 
    1.01 4.80 73.80 
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 For the followers, a principal component analysis (PCA) was conducted on the 
twenty one items with orthogonal rotation (Varimax). An initial un-rotated solution 
identified three factors which had eigenvalues over 1.0, accounting for 69.62% of the 
variance (see Table 6.25). The scree plot clearly showed inflexions after three points. 
However, for the leaders, the same analysis has been run and identified five factors 
which had eigenvalues over 1.0 accounting for 73.80% of the variance. The scree test 
however showed inflexion after three points. Based on this, three factors were retained 
for final analyses. The three factor solutions explained 55.82% of the variance in the 
data. After inspecting the items that loaded meaningfully on the three factors, it was 
decided to name it Follower’s Attitude, Aims and Group Processes. 
 
Table 6.26 PCA for LEQ-Followers and Leaders, (Rotation Method: Varimax) 
FOLLOWERS LEADERS 
 F1 F2 F3  F1 F2 F3 
Q1C-Aim1 0.83 0.10 0.16 Q8C-Group2 0.76 0.11 0.14 
Q5C-Aim2 0.83 0.17 0.25 Q20C-Group7 0.76 0.06 0.14 
Q15C-Aim5 0.80 0.27 0.21 Q9C-Group3 0.73 0.01 -0.08 
Q12C-Aim4 0.80 0.12 0.18 Q10C-Group4 0.66 0.07 -0.11 
Q21CAim7 0.79 0.27 0.23 Q3C-Group1 0.60 0.34 0.15 
Q6C-Aim3 0.78 0.11 0.28 Q18C-Group6 0.58 0.41 -0.06 
Q7C-Follower3 0.74 0.24 0.40 Q14C-Group5 0.57 0.21 -0.05 
Q3CGroup1 0.73 0.32 0.30 Q5C-Aim2 0.27 0.17 0.08 
Q11C-Follower4 0.66 0.37 0.16 Q17C-Aim6 0.34 0.77 0.02 
Q17C-Aim6 0.53 0.14 0.32 Q12C-Aim4 0.20 0.75 0.01 
Q18C-Group6 0.10 0.89 0.06 Q19C-Follower7 0.07 0.73 -0.10 
Q20C-Group7 0.12 0.89 0.14 Q6C-Aim3 0.33 0.70 0.17 
Q14C-Group5 0.08 0.87 0.11 Q1C-Aim1 0.05 0.70 -0.06 
Q10C-Group4 0.27 0.72 0.18 Q15C-Aim5 0.33 0.54 -0.08 
Q9C-Group3 0.34 0.64 0.13 Q4C-Follower2 0.24 0.52 0.39 
Q8C-Group2 0.20 0.62 0.23 Q21C-Aim7 -0.08 0.46 0.20 
Q19C-Follower7 0.50 0.52 0.14 Q16C-Follower6 -0.13 -0.02 0.85 
Q16C-Follower6 0.24 0.21 0.80 Q13C-Follower5 -0.09 -0.02 0.84 
Q2C-Follower1 0.38 0.16 0.77 Q11C-Follower4 0.31 0.14 0.84 
Q4C-Follower2 0.34 0.26 0.75 Q2C-Follower1 -0.14 0.01 0.81 
Q13C-Follower5 0.55 0.12 0.61 Q7C-Follower3 0.33 0.05 0.80 
Note: Rotation converged in 5 iterations;  
Interpretation of Rotated Component Matrix;  
cut-off level +.40(Bold) Key: Aim, Group, Follower 
 
Note: Rotation converged in 4 iterations;  
Interpretation of Pattern Matrix; cut-off level +.40(Bold) 
Key: Aim, Group, Follower 
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The outcome of PCA for the followers is shown in Table 6.26. Items with 
loading of greater than 0.4 are highlighted. Seven items of aims, four followers’ attitude 
items and one group processes item were gathered in F1. Six items of group processes 
and one cross-loaded followers’ attitude item were assembled in F2. Whilst in the F3 
consists of five followers’ attitude items. The outcome of PCA for leaders shows a 
slightly different pattern. Table 6.26 shows the factor loadings after rotation. The items 
that cluster on the same components suggest that F1 represents the seven items of group 
processes. F2 consists of six items from aims, and two items from followers’ attitude. 
F3 assembled five items of followers’ attitude. Overall, the results suggest a „three-
factor solution‟ is well-suited with the original propositions of the questionnaires to 
assess 3 factors of leadership effectiveness indicators with the leaders‟ samples seeming 
to reconstruct the original propositions of the questionnaire.  
 
6.13 LEQ: RELIABILITY ANALYSIS 
Similarly to MLQ and CSI, RQ3b focuses on the reliability of leadership 
effectiveness scales between followers and leaders.  Reliability concerns are for the 
ability of the scale or measure to produce consistent results. A scale will be unreliable if 
some items within it are unreliable. This analysis is for a new self-reported 
questionnaire, so internal reliability is crucial. Thus, internal reliability was tested by 
means of Item-total Correlation and Cronbach’s Alpha. Item-total correlation compares 
the distribution of responses to each item with the distribution of total scores for all 
items in the scale. If items are measuring the same thing, a similar distribution of 
responses might be anticipated. The acceptable level for Item-total Correlation in this 
research is 0.3, and any items which correlate less than 0.3 with other items in the same 
scale are better deleted from further analyses (Hinkin, Tracey & Enz, 1997). 
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Meanwhile, the acceptable level for Cronbach's Alpha is 0.6 (Price & Muller, 1986). 
The three sub-scales, and leadership outcome of MLQ for this questionnaire are 
considered reliable at above 0.7 (De Vaus, 2002). 
 
The original questionnaire contained twenty one items that measures followers‟ 
perception towards leader‟s achieving organisational and professional goals, support 
and inspiration, and welfare and involvement in the group processes. Therefore 
reliability analyses were based on the factor analyses done earlier. It is suggested to use 
items with high factor loadings (+.4) according to the three factors.  
 
Consequently, it can be suggested that all 21 items can be used for followers‟ 
sample, whilst twenty items for the leaders for further analyses. The level of reliability 
of the three factors for leadership effectiveness in the range between 0.83-0.92 for both 
followers and leaders samples are considered good (George and Mallery, 2003). The 
three named factors for followers based on factor loadings are aims, group processes 
and followers’ attitude, whilst for the leaders they are followers’ attitude, aims and 
group processes. This will be used for further analyses. 
 
Table 6.27 Reliability Analyses - LEQ 
FOLLOWERS (n=331) LEADERS (n=172) 
Factors α No. of items Factors α No. of items 
Factors 1 (Aims) 0.82 7 Factors 1 (Follower) 0.86 7 
Factors 2 (Group) 0.84 7 Factors 2 (Aims) 0.87 6 
Factors 3 (Follower) 0.78 7 Factors 3 (Group) 0.86 7 
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6.14 COMPARISONS OF THE FOLLOWERS AND LEADERS RESULTS 
BASED ON THE MLQ  
 
This section and the following focus solely on the differences between followers‟ 
perceptions and leaders‟ assessment based on the mean of leadership approaches, 
cognitive style and leadership effectiveness respectively. Independent samples t-test 
was applied for measuring differences in the mean score of leadership approaches scale 
between the followers and the leaders (related to RQ1c), cognitive style between the 
two samples (related to RQ2c), and leadership effectiveness between the followers‟ 
perceptions and leaders‟ assessments (related to RQ3c). 
 
Table 6.28 Independent Sample t-test-for MLQ 
 Levene‟s 
Test 
FOLLOWERS 
(n=331) 
LEADERS 
 (n=172) 
t-test (df = 501) 
Mean SD Mean SD t Sig. 
 (2-tailed) 
Mean 
Difference 
Std. Error 
Difference 
Trf P=0.798 3.25 0.709 3.19 0.688 0.958 0.339 0.06 0.066 
Trs P=0.877 3.03 0.540 3.11 0.524 -1.500 0.134 -0.07 0.050 
LF
  
P=0.020 2.03 0.786 2.37 0.613 -5.378 0.000 -0.34 0.068 
Key: SD (Standard Deviation), df (degree of freedom), Trf = Transformational, Trs = Transactional,  LF=Laissez-faire
  
      
   
 Related to RQ1c (Section 4.5), Independent Samples t-test, were calculated 
when two different samples are to be compared (Hayes, 1981; Field, 2009). For all three 
leadership approaches, the Levene‟s tests for transformational and transactional 
leadership were non-significant (p ≥ 0.05), thus the test statistics of „equal variances 
assumed‟ were read, whilst the result for laissez-faire was significant (p < 0.05) Thus 
the test statistics of „equal variances not assumed‟ were read. The value of p was not 
significant at the 0.05 level for the cases of transformational and transactional. On the 
other hand, laissez-faire was significant. Hence, it can be concluded that there were no 
significant differences in the mean scores of the transformational (M=3.25, SD=0.71; 
t(501)=0.96, p=.34) and transactional (M=3.03, SD=0.54; t(501)=-1.50, p=.13) 
leadership approaches between followers and leaders, whereas there was significant 
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difference in the case of laissez-faire (M=2.03, SD=0.78; t(501)=-5.38, p=.00)  
leadership approach (see Table 6.28). In order to measure the effect size between 
groups, eta squared was used. The guidelines as proposed by Cohen (1988) for 
interpreting this value are .01=small effect, .06=moderate effect, .14=large effect.  For 
transformational leadership eta squared was 0.001 which means only 0.1% of the 
variance in transformational leadership is explained by groups (followers and leaders). 
Thus, the magnitude of the differences in the means was considered very small. For 
transactional the eta squared was 0.04 (4%), whilst for laissez-faire the eta squared was 
0.05 (5%). Therefore, the effect of size was considered small. 
 
6.15 COMPARISONS OF THE FOLLOWERS AND LEADERS RESULTS 
BASED ON THE CSI 
 
Related to RQ2c, an independent samples t-test was carried out. The results are 
listed in Table 6.29. For both analysis and intuition styles, the Levene‟s tests were non-
significant (p ≥ 0.05) therefore, the test statistics of „equal variance assumed‟ were read. 
The value of p was significant at 0.05 for both dimensions. Hence, it can be concluded 
that there were significant differences in the mean scores of analysis (M=1.30, 
SD=0.37; t(501)=5.19, p=.00)  and intuition (M=1.35, SD=0.34; t(501)=4.72, p=.00) 
between followers and leaders samples. For analysis eta squared was 0.05 which means 
5% of the variance in analysis is explained by groups (followers and leaders). For 
intuition the eta squared was 0.04 (4%). Therefore, the magnitude of the differences in 
the means was considered small. 
 
Table 6.29 Independent Sample t-test-for CSI 
CSI Levene‟s 
Test 
FOLLOWERS 
(n=331) 
LEADERS 
 (n=172) 
t-test (df = 501) 
Mean SD Mean SD t Sig.  
(2-tailed) 
Mean 
Difference 
Std. Error 
Difference 
Analysis P=0.385 1.30 0.373 1.11 0.375 5.185 0.000 0.18 0.035 
Intuition P=0.410 1.35 0.349 1.19 0.335 4.718 0.000 0.15 0.032 
Key: SD (Standard Deviation), df (degree of freedom), 
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6.16 COMPARISONS OF THE FOLLOWERS AND LEADERS RESULTS 
BASED ON THE LEQ 
 
Similarly to the MLQ and CSI, related to RQ3c Independent Samples t-test was 
conducted to compare the LEQ mean scores between followers and leaders. The results 
are shown in Table 6.30. For all four cases, the Levene‟s test was non-significant 
(p>0.05); thus, the test statistics of „equal variance assumed‟ were read. It was then 
recognised that the value of p was significant at the 0.05 level for „followers‟ attitude‟ 
which indicates a significant difference (M=2.85, SD=0.92; t(501)=-3.45, p=.00) 
between followers and leaders samples. However, there were no significant differences 
in the aims (M=3.02, SD=0.92; t(501)=0.62, p=.53), group processes (M=3.19, 
SD=0.84; t(501)=0.49, p=.62) and LEQ overall (M=3.02, SD=0.78; t(501)=-0.84, 
p=.40) scores. In order to measure the effect size statistics the eta squared was used. For 
aims eta squared was 7.74 which mean 0.07% of the variance in aims is explained by 
groups (followers and leaders). For followers’ attitude the eta squared was 0.02 (2%). 
For group processes eta squared was 4.94 which mean 0.05% of the variance in 
analysis is explained by groups (followers and leaders). For LEQ overall the eta squared 
was 0.001 (0.1%). Therefore, the magnitude of the differences in the means was 
considered small. 
 
Table 6.30 Independent Sample t-test-LEQ 
 Levene‟s 
Test 
FOLLOWERS 
(n=331) 
LEADERS 
 (n=172) 
t-test (df = 501) 
Mean SD Mean SD t Sig. 
 (2-tailed) 
Mean 
Difference 
Std. Error 
Difference 
Aims P=0.083 3.02 0.918 2.97 0.808 0.623 0.534 0.051 0.082 
FA P=0.001 2.85 0.917 3.11 0.747 -3.455 0.001 -0.262 0.081 
GP P=0.986 3.19 0.847 3.19 0.821 0.498 0.618 0.039 0.078 
LEQ 
overall 
P=0.031 3.02 0.786 3.08 0.694 -0.838 0.402 -0.057 0.071 
Key: SD (Standard Deviation), df (degree of freedom), FA = Followers‟ attitude, GP = Group processes 
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6.17 DISCUSSION OF RESEARCH QUESTIONS 
Having presented all relevant results of data analyses, this section discusses the findings 
of the first three research questions. 
RQ1a - Is there a difference in the factor structure of leadership approaches scales 
(transformational and transactional) between followers‟ perspective and leader‟s 
assessment? 
RQ1b - Is there a difference in the reliability of leadership approaches scales 
(transformational and transactional) between followers‟ perspective and leaders‟ 
assessment? 
RQ1c - Is there a difference in the mean of leadership approaches between followers 
and leaders‟ samples? 
RQ1d – Which leadership approach is mainly adopted by the leaders from followers‟ 
perspective and leaders‟ assessment? 
RQ1e – How are age, gender, level of education and experience related to leader‟s 
leadership approaches (transformational and transactional)? 
 
The Principal Component Analysis showed that neither sample was able to 
duplicate Bass and Avolio‟s (1997) original scales. Initially, both followers and leaders 
data identified a „nine-factor solution‟ (see Table 6.12 and 6.13). However, seven 
factors were identified for followers and six factors for leaders. It can be recognised that 
the followers‟ data created a more comparable factor structure with Bass and Avolio‟s 
original scales. As for the reliability scales, the results of Item-total Correlation 
indicated that 4 out of 36 items were problematic for the followers‟ sample (Table 
6.10), whereas seven items were problematic in the leaders‟ sample (Table 6.10). The 
results of Cronbach’s Alpha also indicated that, in the followers‟ sample management-
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by-exception passive scale had scores below an acceptable value, and were similar to 
the leaders‟ samples.  
 
 The results of independent-samples t-test (Table 6.27) indicated that there was 
no variance between the followers and leaders samples for the transformational and 
transactional leadership approaches. On the other hand, there were significant 
differences identified in the laissez-faire leadership approach between followers‟ 
perceptions and leaders‟ assessment. The magnitude of the differences which were 
measured by using eta squared was very small for transformational, whilst for 
transactional and laissez-faire was small. The mean score and standard deviations were 
used in order to identify the dominant leadership approach adopted by the leaders.  
 
From the followers‟ sample it appears that leaders are seen as more 
transformational (Table 6.14). Similarly with leaders‟ samples, the transformational 
leadership approach was the main approach adopted by leaders; whereas laissez-faire 
was minimally adopted, showing it is not a preferred leadership approach. The results of 
mean score and standard deviations show both male and female leaders score higher on 
transformational leadership (Table 6.15). The younger groups (34-38) and middle age 
groups (39-43) of the leaders were found to be more transformational whilst the elder 
group (44-48) was found to be transactional. It shows the leaders who had spent longer 
in service were found to be more transactional.  The leaders with a basic degree and 
master‟s qualification were found to be more transformational; compared to those who 
have a higher education who were transactional. 
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RQ2a – Is there a difference in the factor structure of cognitive style (analysis and 
intuition) scales between followers‟ perspective and leaders‟ assessment? 
RQ2b - Is there a difference in the reliability of cognitive style scales (analysis and 
intuition) between followers‟ perspective and leaders‟ assessment? 
RQ2c - Is there a difference in the mean of cognitive style between followers and 
leaders‟ samples? 
RQ2d - Which domain of cognitive style is mainly adopted by the leaders from 
followers‟ perspective and leaders‟ assessment?  
RQ2e - How are age, gender, level of education and experience related to leader‟s 
cognitive style (analysis and intuition)? 
  
The PCA identified two uni-polar factors with a separation of analysis and 
intuition cognitive style dimension from the followers‟ sample (Table 6.22). However, 
for the leaders reconstructed a mixture of two uni-polar between analysis and intuition 
dimensions. However, both of the samples reconstructed „two-factor‟ solutions as 
suggested by Hodgkinson and Sadler-Smith (2003).  The results of Item-total 
Correlation indicated that 3 out of 38 items were problematic from the followers‟ 
sample (Table 6.20), whilst for the leaders six items were found to be problematic. The 
results of Cronbach’s Alpha for the two cognitive style dimensions indicated good 
reliability for followers and leaders sample. The t-test indicated that there was a 
significant difference in the mean score of analysis and intuition between the followers 
and leaders samples (Table 6.29). In addition, the magnitude of the differences in the 
means was considered small.  
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The mean score and standard deviations were used in order to identify which 
cognitive style is mainly adopted by the leaders (RQ2d). From both samples, it appears 
that leaders are more intuitive (Table 6.23). The results of means score and standard 
deviations show from the followers‟ sample they perceive their female and male leaders 
respectively were more intuitive (Table 6.24).  In regards to RQ2e, male and female 
leaders respectively score higher on the intuitive scale. Concerning the age group, 
intuition score was higher than analysis for all age groups; however intuition appears to 
decrease with increasing age. The new comer and the experienced leaders were the most 
intuitive ones. Regarding education level, the score of intuition appears to increase with 
the level of education. 
 
RQ3a – Is there a difference in the factor structure of leadership effectiveness scales 
between followers‟ perspective and leaders‟ assessment? 
RQ3b - Is there a difference in the reliability of leadership effectiveness scales between 
followers‟ perspective and leaders‟ assessment? 
RQ3c – Is there a difference in the mean of leadership effectiveness between followers 
and leaders‟ samples? 
 
For both followers and leaders‟ samples, the results of PCA suggest „three-factor 
solution‟ with the leaders samples reconstructing the original propositions of the 
questionnaire based on the literature reviews. The factors were named according to the 
factor loadings. For the followers, it was named as aims, groups processes and 
followers attitude (Table 6.26). Whilst for the leaders, it was named as followers’ 
attitude, aims and group. Based on the factor loadings, a reliability test was run. 
The results of Cronbach’s Alpha score in the range between 0.78 – 0.87 which is 
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considered as good. However, only twenty items from leaders were usable for further 
analyses (Table 6.27). The results of t-tests (Table 6.30) indicated that there was no 
variance between the followers and leaders samples in terms of „aims‟, „group 
processes‟ and „LEQ overall‟. On the other hand, there was significant difference 
identified for „followers‟ attitude‟ between the followers and leaders. The eta squared 
which was used to measure the effect of size, indicated that the magnitude of the 
differences in them means was small. 
  
6.18 CHAPTER SUMMARY 
The aim of this chapter was to describe the first half of the data analyses and to 
answer the first three research questions. Data gathered from the main questionnaire 
with 331 followers and 172 leaders from the Malaysian GLCs. The items were 
compiled and adopted from Bass and Avolio‟s (1997) MLQ-5X-short, Allinson and 
Hayes‟ (1996) Cognitive Style Index (CSI), and new self-reported leadership 
effectiveness questionnaire (LEQ). The chapter presented the descriptive findings for 
both followers and leaders sample according to the instruments used and the sequence 
of the research questions.  
 
For MLQ, in order to answer RQ1a, Rq1b, RQ1c, RQ1d and RQ1e, the                                                                                                                                                                                                          
main findings are a comparison in reliability analyses, 4 out of 36 items were identified 
as problematic, whereas for the leaders, seven items were found to be problematic. 
Hence, in terms of the reliability of the scales, followers‟ data fits Bass and Avolio‟s 
original scales better than the leaders‟ data. For the followers, the acceptable values of 
Cronbach’s Alpha for these scales ranged between 0.79 and 0.89, whilst for the leaders 
the acceptable values of Cronbach’s Alpha ranged between 0.78 and 0.88. As for the 
results of PCA, seven factors were identified for followers and six factors for leaders. 
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Although neither of them duplicates Bass and Avolio‟s original propositions, it can be 
recognised that the followers‟ data created a more comparable factor structure with Bass 
and Avolio‟s original scales. Comparisons of the results between followers and leaders 
samples by using Independent Sample t-tests showed there were no significant 
differences between transformational and transactional leadership mean scores; 
however there was significant difference in the results of the laissez-faire approach. The 
eta square also indicated that the magnitude of the differences for transformational 
leadership was very small. In contrast the eta squared for transactional laissez-faire was 
small. Results of mean and standard deviations identified that transformational 
leadership approaches were mainly adopted by leaders. The result of demographic 
factors influencing the leadership approaches was also presented in order to answer 
RQ1e. 
 
For the CSI, results of RQ2a indicated for the followers consist of two unipolar 
factors which separate the analysis and intuition construct. However for the leaders, the 
CSI did not appear to be contained of a single bipolar analysis and intuition factor, nor 
did they consist of two unipolar factors in which separating the analysis and intuition 
construct but a mixture of two unipolar between analysis and intuition that extended the 
analysis and intuition dimensions. For the reliability, both followers and leaders‟ 
samples showed good reliability. The result of RQ2c appears that there were significant 
differences in the mean scores of analysis and intuition dimensions between followers 
and leaders samples. From the analysis, results of RQ2d showed that leaders from 
followers‟ perception and leader‟s assessment are more intuitive.  
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For the LEQ, the follower‟s sample identified twenty one items, whilst the 
leaders‟ samples identified twenty usable items. The PCA results suggested three-factor 
solutions, as proposed in the literature, with good reliability. The Independent Samples 
t-test indicated there was no significant difference between followers and leaders 
samples. Finally, this study is not intended to question the factor structure, validity and 
reliability of the MLQ and CSI although some of the findings are questionable. 
Therefore for the subsequent analyses, it is decided to use all original items of the MLQ 
and CSI.  
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CHAPTER 7 
STATISTICAL FINDINGS: FOLLOWERS AND LEADERS  
 
Figure 7.1 Thesis Topic Chain 
 
 
 
 
 
 
7.1 INTRODUCTION 
This chapter presents the second half of the data analyses. The analyses were 
conducted in order to answer the second of three research questions (RQ4, RQ5, and 
RQ6). Firstly, the chapter begins by outlining the specified research questions 
presenting the results of correlation analyses between MLQ and CSI for the followers 
and leaders (Section 7.2). It then moves on to present correlation analyses between 
MLQ and LEQ for the followers and leaders (Section 7.3), followed by correlation 
analyses between CSI and LEQ for the followers and leaders (Section 7.4). Secondly, 
the chapter presents the results of multiple regression analyses in order to identify the 
direct relationship between constructs and to analyse further the research questions 
(Section 7.5). Finally, a discussion of the research questions is presented after the 
analyses (Section 7.6), and the chapter concludes by summarising its output (Section 
7.7). 
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7.2 RELATIONSHIPS BETWEEN MLQ AND CSI-FOLLOWERS AND 
LEADERS 
  
 
Research Question 4 (Follower and Leader) assesses the relationship between 
the MLQ and CSI. Correlation analyses, which provide the strength and direction of the 
relationship between a pair of variables (Bryman & Cramer, 2001) were conducted 
between Bass and Avolio’s scales and Hayes and Allinsons’ scales for the followers and 
leaders samples independently. As for a significant value, any probability values below 
0.05 were accepted as being statistically meaningful. The two-tailed tests were 
employed since there was no directional hypothesis set. 
 
Table 7.1 Pearson’s Correlation between MLQ and CSI-Followers and Leaders 
 FOLLOWERS (n=331) LEADERS (n=172) 
Analysis Intuition  Analysis Intuition  
IS 
IIB 
IM 
IIA 
IC 
CR 
MBEA 
MBEP 
LF 
Tranform 
Transact 
-0.141* 
-0.035 
-0.099 
-0.153** 
-0.067 
-0.210** 
-0.065 
-0.436 
-0.251** 
-0.111* 
-0.310** 
-0.114* 
-0.087 
-0.160** 
-0.184** 
-0.114* 
-0.290** 
-0.129* 
-0.223** 
-0.209** 
-0.150** 
-0.309** 
-0.048 
-0.059 
-0.178* 
-0.171* 
0.003 
-0.135 
-0.036 
0.078 
-0.232** 
-0.102 
-0.068 
0.016 
0.018 
-0.164* 
-0.143 
-0.071 
-0.119 
-0.054 
0.018 
0.146 
-0.077 
-0.085 
   Note: *p<0.05 (2-tailed);** p<0.01(2-tailed) 
IS= Intellectual Stimulation, IIB= Idealized Influence (Behaviour), IIA= Idealized Influence (Attributed), IM= Inspirational 
Motivation, IC= Individualized Consideration, CR= Contingent Reward, MBEA= Management-by-Exception (Active), MBEP= 
Management-by-exception (Passive), LF=Laissez-faire, Transf = Transformational, Transac= Transactional 
 
 
The results of correlation analyses between MLQ and CSI for followers and 
leaders are presented in Table 7.1. For the followers, transformational leadership sub-
scales that associated significantly with analysis were intellectual stimulation (r=-.14, 
p<.05) and idealized influence attributed (r=-.15, p<.01). Whereas, contingent reward 
was the only transactional leadership sub-scale that correlated significantly with 
analysis (r=-.21, p<.01). On the other hand, transformational and transactional 
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leadership scales showed better significant correlation with intuition. For 
transformational leadership scales, intellectual stimulation (r=-.11, p<.05), inspirational 
motivation (r=-.16, p<.01), idealized influence attributed (r=-.18, p<.01), and 
individualised consideration (r=-.11, p<.05). Further, the correlations between intuition 
and contingent reward (r=-.29, p<.01), management-by-exception active (r=-.13, 
p<.05), and management-by-exception passive (r=-.22, p<.01) were also significant and 
negative. Overall, both transformational and transactional leadership approaches 
correlated significantly and negatively with both analysis and intuition. From the 
followers’ perspective, laissez-faire correlated significantly and negatively with both 
analysis and intuition. While, for the leaders, laissez-faire were negatively associated 
with analysis. For the leaders, only inspirational motivation correlated significantly 
with both analysis and intuition (see Table 7.1). Idealized influence attributed was 
negatively correlated to analysis (r=-.17, p<.01). Overall, there was no significant 
correlation found between the other scales of transformational and transactional with 
analysis and intuition for the leaders.  
 
     
7.3 RELATIONSHIPS BETWEEN MLQ AND LEQ-FOLLOWERS AND 
LEADERS 
 
Turning to RQ5, the relationship between MLQ and LEQ, correlation analyses 
provide the strength and direction of the relationship between a pair of variables (Field, 
2009). The correlation analyses results for followers and leaders are presented in Table 
7.2. For the followers, all three scales from LEQ correlated significantly with 
transformational and transactional leadership approaches. For the followers, 
transformational correlated significantly and positively with aims (r=.86, p<0.01), 
followers’ attitude (r=.63, p<0.01), and group processes (r=.69, p<0.01), whilst for the 
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leaders it was slightly lower (e.g. aims, followers’ attitude, and group processes) (r=.76, 
p<0.01, r=.52, p<0.01, and r=.66, p<0.01, respectively). The correlation between 
transformational and LEQ overall for followers(r=.83, p<0.01) was slightly lower than 
the correlation shown for the leaders (r=.85, p<0.01). Transactional correlated 
significantly with all three scales of LEQ for the followers. However only followers’ 
attitude (r=.64, p<0.01), and group processes (r=.26, p<0.01), were positively 
associated with transactional for the leaders. The five scales of transformational 
leadership and three scales of transactional leadership from followers’ data were 
positively significantly related to all three LEQ scales. However, transactional 
leadership scales for the leaders, contingent reward was only significantly associated 
with followers’ attitude (r=.52, p<0.01), and group processes (r=.28, p<0.01). It was 
noted that management-by-exception passive were not correlated with all LEQ scales 
for either followers or leaders. 
 
Table 7.2 Pearson’s Correlation between MLQ and LEQ- Followers/Leaders 
 FOLLOWERS (n=331) LEADERS (n=172) 
 AIM FOLL  GP LEQ 
Overall 
AIM FOLL GP LEQ 
Overall 
IS 
IIB 
IM 
IIA 
IC 
CR 
MBEA 
MBEP 
LF 
Transform 
Transact 
0.706** 
0.925** 
0.779** 
0.736** 
0.513** 
0.425** 
0.715** 
-0.048 
0.019 
0.855** 
0.539** 
0.509** 
0.695** 
0.589** 
0.538** 
0.381** 
0.416** 
0.514** 
0.049 
0.162** 
0.634** 
0.484** 
0.387** 
0.483** 
0.689** 
0.623** 
0.780** 
0.525** 
0.624** 
-0.025 
0.071 
0.692** 
0.569** 
0.610** 
0.803** 
0.778** 
0.717** 
0.625** 
0.517** 
0.700** 
-0.006 
0.100 
0.825** 
0.603** 
0.798** 
0.821** 
0.508** 
0.494** 
0.464** 
0.086 
0.192* 
-0.089 
0.056 
0.761** 
0.118 
0.430** 
0.437** 
0.315** 
0.331** 
0.575** 
0.517** 
0.779** 
-0.077 
-0.074 
0.520** 
0.643** 
0.432** 
0.451** 
0.817** 
0.693** 
0.383** 
0.283** 
0.252** 
-0.034 
0.056 
0.658** 
0.266** 
0.725** 
0.747** 
0.709** 
0.658** 
0.620** 
0.384** 
0.534** 
-0.088 
0.016 
0.845** 
0.447** 
Note: *p<0.05 (2-tailed);** p<0.01(2-tailed) 
IS= Intellectual Stimulation, IIB= Idealized Influence (Behaviour), IIA= Idealized Influence (Attributed), IM = Inspirational 
Motivation, IC= Individualized Consideration, CR= Contingent Reward, MBEA= Management-by-Exception (Active), MBEP= 
Management-by-exception (Passive), LF=Laissez-faire, Aim=Aims, Foll= Followers Attitude, GP= Group Processes, Transform = 
Transformational, Transact= Transactional 
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7.4 RELATIONSHIPS BETWEEN CSI AND LEQ – FOLLOWERS AND 
LEADERS 
 
For RQ6 the results of correlation analyses between CSI and LEQ for followers 
and leaders are described in Table 7.3. For the followers, analysis was significantly 
negatively correlated with followers’ attitude (r=-.13, p<0.05). Conversely, there were 
negative significant correlations between intuition and aims (r=-.13, p<0. 05), 
followers’ attitude (r=.23, p<0.05), and group processes (r=.22, p<0.05). It appears that 
intuition had a significant relationship with overall LEQ (r=.22, p<0.05). For the 
leaders, both intuition and analysis were found to be significantly correlated with only 
group processes. The results of these correlations are superimposed on the conceptual 
model and summarised in Figure 7.2 
 
 
Table 7.3 Pearson’s Correlation between CSI and LEQ- Followers 
FOLLOWERS (n=331) LEADERS (n=172) 
 AIM FOLL  GP LEQ 
overall 
AIM FOLL GP LEQ 
overall 
ANAL  
INT 
-0.051 
-0.126* 
-0.129* 
-0.227* 
-0.090 
-0.224* 
-0.105 
-0.221* 
-0.062 
-0.024 
0.139 
0.083 
-0.211** 
-0.181* 
0.056 
-0.051 
Note: *p<0.05 (2-tailed);** p<0.01(2-tailed) 
INT = Intuition,  ANAL = Analysis, AIM = Aims, FOLL = Followers attitude, GP= Group processes 
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7.5 REGRESSION ANALYSES 
 
Having completed the correlation analyses which observed some simple linear 
relationship between the relevant constructs, in this section multiple linear regression 
analyses were applied in order to predict the impact of the independent variables upon the 
dependent variable. The three leadership effectiveness scales (aims, followers’ attitude, 
and group processes) were used as separate dependent variables, and in turn the eight 
scales of leadership approaches which include transformational and transactional scales 
were also used as dependent variables. Prior to presenting the results, key methodological 
options and assumptions for regression analysis are outlined below.  
 
 
7.5.1 Types of Multiple Regression Analyses 
There are three major options in multiple regression namely 1) Standard multiple 
regression, 2) Hierarchical multiple regression, and 3) Stepwise regression (Tabachnick & 
Fidell, 2001). For the standard multiple regression, all independent variables are entered 
into the equation at once, and each one is assessed as if it had entered the regression after 
all other independent variables had been entered. This option is useful for simply assessing 
the relationships among variables. For the hierarchical multiple regression, the order of 
entry of independent variables is assigned according to theoretical considerations; thus it 
can be used to test explicit hypotheses. The third options, the stepwise regressions, 
decisions about which variables are included into, and omitted from, the equation are based 
solely upon statistics. Thus it looks like capitalising on chance, since the decision about 
which variables to include depends upon potentially minor differences in statistics 
computed from a single sample, where some variability in the statistics computed from 
sample to sample is expected. Therefore, the stepwise regression also looks like over-
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fitting data because the equation derived from a single sample is too close to the sample, 
and may not generalise well to the population (Tabachnick & Fidell, 2001).  
 
Since no existing literature was found, which looked particularly at the 
relationships between leadership effectiveness, transformational/transactional leadership 
approaches and cognitive style in a Malaysian context, the intent of the present research is 
simply to explore these relationships without any specific hypothesis. Hence the method of 
choice here was standard multiple regression. 
 
7.5.2 Assumptions 
The purpose of multiple regressions in this context is wholly exploratory: to 
identify relationships between the concepts and the relative influence of the variables 
considered rather than being predictive and seeking to claim causation that change in the 
independent variable is caused by a preceding change in the dependent variables. 
Therefore there are a number of assumptions underlying the use of multiple regressions 
that should be considered: 
1. Sample size- According to Hair et al. (1998), the size of a sample has a direct impact 
on the appropriateness and the statistical power of multiple regression, and in order to 
generalise the results, the desired level should be between 15 to 20 observations for 
each independent variable. This requirement was fulfilled in the present research. 
2. No multicollinearity- Both dependent and independent variables should not be highly 
intercorrelated. According to Downing and Clark (1989), multicollinearity is “when 
two or more of the independent variables are closely correlated” (p. 270). Two of 
the common measures for assessing multicollinearity are the Tolerance value and its 
inverse, Variance Inflation Factor (VIF). Tolerance is the degree of variability of the 
selected independent variable not explained by the other independent variables, thus 
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very small tolerance values and large VIF denote high collinearity (Hair et al., 1998). It 
is generally believed that Tolerance below 0.1 indicates a serious problem, and 0.2 
indicates a potential problem (Menard, 1995), and if the largest VIF is greater than 10 
(Mayer, 1990) or the average VIF is substantially greater than 1 (Bowerman & 
O’connel, 1990), there is cause for concern. All regression models fulfilled this 
requirement; hence the assumption of no ‘multicollinearity’ has been met in this study.  
3. No outliers- There should be no outliers that could distort the result. Variables are 
distributed in a linear fashion with no gross departures from linearity. Examination of 
scree plots revealed no evidence of distorting outliers or non-linear relationships 
between the individual variables or combination of variables. 
4. Heteroscedasticity- Relationships between the variables should not show evidence of 
heteroscedasticity (the presence of unequal variances). SPSS has an option to specify 
regression plots as plotting ‘ZRESID’-the standardised residuals, against ‘ZPRED’-the 
standardised predicted values of the dependent variable based upon the model, which 
helps to determine whether there is heteroscedasticity in the data. All the regression 
relations examined approximated to normal distributions, thus no evidence that 
assumptions necessary for use of multiple regression were violated. 
 
7.5.3 Regression between cognitive style and leadership approaches  
The purpose of multiple regression analysis is to allow the relationship between 
two or more independent variables and a dependent variable to be examined (Blaike, 
2003). To analyse these direct relationships even further, standard multiple regressions 
were used, thus allowing the research questions concerning both relationship between the 
MLQ, CSI and LEQ to be addressed (by placing leadership effectiveness and leadership 
approaches each in turn as dependent variables).  
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The first standard multiple regression analyses were conducted between leadership 
approaches as dependent variables and cognitive style as independent variables for both 
followers (331 cases) and leaders (172 cases), in order to identify independent variables 
that made a significant contribution to the regression model at the 0.10 level.  The reason 
for accepting a probability value below 0.10 (instead of 0.01 or 0.05) was because the 
present study was exploratory in nature and did not have any specific hypotheses for these 
models; hence any kind of potential relationship between independent and dependent 
variables should not be neglected at this stage. In these analyses the five scales of 
transformational leadership and three scales of transactional leadership were used as 
separate dependent variables and two cognitive style dimensions as independent variables.  
The results are presented in Table 7.4. For the followers, concerning intellectual 
stimulation, analysis (p=0.063) showed significant contribution. R
2
 was 0.023 which 
means analysis could explain 2.3% of the variance in intellectual stimulation. It appears 
that analysis has a negative impact upon intellectual stimulation (β = -0.113). From the 
results presented in Table 7.4, there was no significant contribution from analysis or 
intuition to idealised influence behaviour. 
 
Regarding inspirational motivation, only intuition (p= 0.018) showed significant 
contribution. R
2
 was 0.027 (2.7%), F (2, 328) = 4.507, p = 0.012. β was -0.144 indicating 
that intuition has a negative impact upon inspirational motivation. Similar to idealised 
influence attribute and individualised consideration, both of these cases, intuition showed 
significant contribution. For idealised influence attribute, R
2
 was 0.040 (4.0%), whilst for 
individualised consideration R
2
 was 0.013 (1.3%). Each value of B, β is shown in Table 
7.4, which implies that intuition has a negative impact upon idealised influence attribute 
and individualised consideration. 
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Table 7.4 Multiple Regression: Contribution of Cognitive style on Leadership 
Approaches -Followers 
F
O
L
L
O
W
E
R
S
 
DV IV R R2 Adj R2 B Beta Sig 
IS (Constant) 0.153 0.023 0.017 4.192  0.000 
 Analysis     -0.113 0.063 
 Intuition     -0.065 0.284 
IIB (Constant) 0.087 0.008 0.001 3.661  0.000 
 Analysis     0.003 0.955 
 Intuition     -0.088 0.150 
IM (Constant) 0.164 0.027 0.021 4.276  0.000 
 Analysis     -0.037 0.542 
 Intuition     -0.144 0.018 
IIA (Constant) 0.201 0.040 0.035 4.465  0.000 
 Analysis     -0.091 0.132 
 Intuition     -0.145 0.016 
IC (Constant) 0.115 0.013 0.007 4.032  0.000 
 Analysis     -0.022 0.720 
 Intuition     -0.104 0.088 
CR (Constant) 0.305 0.093 0.088 5.450  0.000 
 Analysis     -0.105 0.074 
 Intuition     -0.245 0.000 
MBEA (Constant) 0.130 0.017 0.011 3.984  0.000 
 Analysis     -0.011 0.852 
 Intuition     -0.124 0.042 
MBEP (Constant) 0.438 0.192 0.187 4.309  0.000 
 Analysis     -0.418 0.000 
 Intuition     -0.043 0.440 
Transformational (Constant) 0.158 0.025 0.019 4.125  0.000 
 Analysis     -0.057 0.344 
 Intuition     -0.125 0.039 
Transactional (Constant) 0.366 0.134 0.129 4.581  0.000 
 Analysis     -0.218 0.000 
 Intuition     -0.215 0.000 
IS= Intellectual Stimulation, IIB= Idealized Influence (Behaviour), IIA= Idealized Influence (Attributed), IM = Inspirational Motivation, 
IC= Individualized Consideration, CR= Contingent Reward, MBEA= Management-by-Exception (Active), MBEP= Management-by-
exception (Passive) 
 
For contingent reward, both analysis (p = 0.074) and intuition (p = 0.001) showed 
significant contribution. R
2
 was 0.093 which means both cognitive style dimensions could 
explain 9.3% of the variance in contingent reward. The F-ratio was 16.834, and its p-value 
was significant (p< 0.001). For Analysis, the value of B was 5.450, and β was -0.105 whilst 
for Intuition the value of β was -0.245. Therefore, it appears both analysis and intuition 
dimensions have negative impacts on contingent reward (see Table 7.4). 
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Regarding management-by-exception active, only intuition showed significant 
contribution. R
2
 was 0.017 (1.7%). The F-ratio was 2.798, and its p-value was significant 
(p = 0.062). Each value of B, β is shown in Table 7.4. The results suggest that intuition has 
a negative impact upon management-by-exception active. Contrary to that, analysis 
showed significant contribution in the case of management-by-exception passive. R
2
 was 
0.192 (19.2%). The β value was -0.418 indicates that analysis has a negative impact on 
management-by-exception passive.   
 
Finally, for the case of transformational overall scales, intuition made significant 
contribution (p = 0.039). R
2
 was 0.025 which means intuition could explain 2.5% of the 
variance in transformational leadership. The β value was -0.125 indicates that intuition has 
a negative impact on transformational.  However, for the case of transactional leadership, 
both analysis and intuition showed significant contribution. R
2 
was 0.366 (36.6%), and R 
for regression was significantly different from zero, F (2, 328) = 25.331, p < 0.001. These 
results indicate that both analysis and intuition have a negative impact upon transactional 
leadership. 
 
For the leaders, in the case of transformational and transactional leadership 
approaches, analysis and intuition were entered into the equation. All independent 
variables under these two dimensions showed non-significant contribution to leadership 
approaches, therefore no results are presented for the leader’s section. 
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7.5.4 Regression between leadership approaches and leadership effectiveness  
 
The three scales of leadership effectiveness and LEQ overall were used as separate 
dependent variables, and the five scales of transformational leadership and three scales of 
transactional sales were used as separate independent variables (see Table 7.5). For the 
followers, firstly regarding aims, all five scales of transformational leadership and all three 
scales of transactional leadership were entered into the equation. For transformational 
leadership idealised influence behaviour, inspirational motivation, and idealised influence 
attributed showed significant contribution to the model (p < 0.10). In this model, R-
squared (R
2
) was 0.875, indicating that 87.5% of the variation in leadership effectiveness 
is explained by the independent variables and R  for regression was significantly different 
from zero, F(2, 328) = 134.603, p < 0.001. For the transactional leadership, only 
management-by-exception active showed significant contribution to the model. R
2
 was 
0.512 (51.2%), and R for regression was significantly different from zero F (3, 327) = 
114.396, p < 0.001. These results indicate that idealised influence behaviour, inspirational 
motivation, and management-by-exception have positive impacts upon aims. However, 
idealised influence attributed has a negative impact. 
 
Concerning group processes, five independent variables from transformational 
leadership and three from transactional leadership were entered into the equation. Contrary 
to aims, idealised influence behaviour (p = 0.007), inspirational motivation (p = 0.001) 
and individualised consideration (p = 0.001) showed significant contribution. R
2
 was 0.691 
(69.1%), and F (5, 325) = 145.191, p < 0.001. From the results in Table 7.5 idealised 
influence behaviour (β = -0.148, p<0.001), inspirational motivation (β = 0.428, p<0.001), 
and individualised consideration (β = 0.582, p<0.001) suggests that idealised influence 
behaviour has a negative impact on group processes, whilst inspirational motivation and 
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individualised consideration have a positive impact upon group processes. For 
transactional leadership, contingent reward and management-by-exception active have 
shown significant contribution. R
2
 was 0.424 (42.4%), which indicates the percentage of 
the variation in the outcome explained by the independent variables. The F-ratio was 
80.343, and its p-value was significant (p< 0.001). For contingent reward Beta (β) was 
(0.236), whilst (β) for management-by-exception active was (0.480). These results indicate 
that both of these variables have positive impacts upon group processes.   
 
As for followers’ attitude, two independent variables, idealised influence behaviour 
(p = 0.007) and inspirational motivation (p = 0.001) showed significant contribution. The 
value of R was 0.706 with R-Squared (R
2
) was 0.498. From the results in Table 7.5,   
idealised influence behaviour (β = 0.621, p<0.001) and inspirational motivation (β = 
0.244, p<0.001). It is shown that the factors in the leadership approaches (idealised 
influence behaviour and inspirational motivation) have positive impacts on followers’ 
attitude variance in leadership effectiveness. Similar to group processes, transactional 
leadership contingent reward and management-by-exception active have shown significant 
contribution. The value of R was 0.533 with R-Squared (R
2
) was 0.284, which means 
28.4% of the variance in the followers’ attitude is explained by the independent variables. 
R for regression was significantly different from zero, F (3, 327) = 43.319, p<0.001.  The 
results indicate that both contingent reward and management-by-exception active have 
positive impacts on followers’ attitude. 
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Table 7.5 Multiple Regression: Contribution of Leadership Approaches on 
Leadership Effectiveness-Followers  
F
O
L
L
O
W
E
R
S
 
DV IV R R
2 Adj R2 B Beta Sig 
AIM (Constant) 0.935 0.875 0.873 0.037  0.672 
 IS     0.029 0.410 
 IIB     0.791 0.000 
 IM     0.256 0.000 
 IIA     -0.080 0.095 
 IC     -0.035 0.183 
 (Constant) 0.716 0.512 0.508 0.007  0.975 
 CR     -0.012 0.811 
 MBEA     0.722 0.000 
 MBEP     -0.011 0.781 
GP (Constant) 0.831 0.691 0.686 0.272  0.039 
 IS     -0.072 0.196 
 IIB     -0.148 0.007 
 IM     0.428 0.000 
 IIA     0.066 0.379 
 IC     0.582 0.000 
 (Constant) 0.651 0.424 0.419 0.670  0.007 
 CR     0.236 0.000 
 MBEA     0.480 0.000 
 MBEP     -0.024 0.572 
FOLLOW (Constant) 0.706 0.498 0.490 0.212  0.290 
 IS     -0.013 0.850 
 IIB     0.621 0.000 
 IM     0.244 0.003 
 IIA     -0.108 0.258 
 IC     -0.034 0.525 
 (Constant) 0.533 0.284 0.278 -0.114  0.727 
 CR     0.155 0.010 
 MBEA     0.423 0.000 
 MBEP     0.056 0.241 
LEQ overall (Constant) 0.857 0.734 0.730 0.173  0.132 
 IS     -0.021 0.692 
 IIB     0.499 0.000 
 IM     0.348 0.000 
 IIA     -0.052 0.458 
 IC     0.179 0.000 
 (Constant) 0.709 0.503 0.499 0.188  0.382 
 CR     0.145 0.004 
 MBEA     0.613 0.000 
 MBEP     0.011 0.780 
IS= Intellectual Stimulation, IIB= Idealized Influence (Behaviour), IIA= Idealized Influence (Attributed), IM = Inspirational Motivation, 
IC= Individualized Consideration, CR= Contingent Reward, MBEA= Management-by-Exception (Active), MBEP= Management-by-
exception (Passive), LF=Laissez-faire, Aim=Aims, Foll= Followers Attitude, GP= Group Processes, Transf = Transformational, 
Transac= Transactional 
 
Finally, in the case of LEQ overall, three independent variables from 
transformational leadership and two from transactional leadership showed significant 
contribution (idealised influence behaviour, p = 0.001; inspirational motivation, p = 0.001; 
individualised consideration, p = 0.001; contingent reward, p = 0.015; and management-
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by-exception active, p = 0.001). For transformational, R
2 
was 0.734 (73.4%), F (5, 325) = 
179.598, p <0.001. For transactional, R
2 
was 0.503 (50.3%), F (3, 327) = 110.476, p <0.001. 
Overall, the results from Table 7.5 suggest that idealised influence behaviour, inspirational 
motivation, individualised consideration, contingent reward, and management-by-
exception active all have positive impacts upon leadership effectiveness.  
 
The next regression analyses were conducted with the leaders’ data (172 cases). 
The same steps and procedures were taken as the followers’ data, the three scales of LEQ 
which include LEQ overall were used as separate dependent variables, whilst five 
transformational leadership scales, and three transactional leadership scales from MLQ 
served as independent variables. The summary of the results are presented in Table 7.6. 
 
Beginning with aims, all five scales of transformational leadership were entered 
into the equation. All of the independent variables contributed significantly (intellectual 
stimulation, p = 0.001; idealised influence behaviour, p = 0.001; inspirational motivation, 
p = 0.011; idealised influence attitude, p = 0.001; and individualised consideration, p = 
0.011). R
2 
was 0.727 (72.7%), the F-ratio was 88.499, and its p-value was significant, i.e., 
F (5, 166) = 88.499, p < 0.001. Each value of B, β is shown in Table 7.6. These results 
suggest that intellectual stimulation, idealised influence behaviour, inspirational 
motivation and individualised consideration have positive impacts on aims, whereas 
idealised influence attitude has a negative impact. For transactional leadership, only 
management-by-exception active (p = 0.009) showed significant contribution. R
2 
was 
0.055 (5.5%), F (3, 168) = 3.232, p = 0.024. Each value of B, β is shown in Table 7.6, which 
implies that management-by-exception active has a positive impact upon aims of 
leadership effectiveness.  
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Table 7.6 Multiple Regression: Contribution of Leadership Approaches on 
Leadership Effectiveness- Leaders 
L
E
A
D
E
R
S
 
DV IV R R
2 Adj R2 B Beta Sig 
AIM (Constant) 0.853 0.727 0.719 0.931  0.000 
 IS     
0.535 0.000 
 IIB     
0.358 0.000 
 IM     
0.209 0.011 
 IIA     
-0.322 0.001 
 IC     
0.127 0.011 
 (Constant) 0.234 0.055 0.038 2.892  0.000 
 CR    -0.168 -0.168 0.168 
 MBEA     0.321 0.009 
 MBEP     -0.081 0.285 
GP (Constant) 0.825 0.680 0.671 0.997  0.000 
 IS     -0.201 0.096 
 IIB     0.153 0.155 
 IM     0.763 0.000 
 IIA     0.159 0.112 
 IC     -0.094 0.081 
 (Constant) 0.288 0.083 0.067 2.664  0.000 
 CR     0.222 0.065 
 MBEA     0.077 0.517 
 MBEP     -0.027 0.719 
FOLLOW (Constant) 0.623 0.388 0.370 1.698  0.000 
 IS     0.175 0.292 
 IIB     0.135 0.361 
 IM     -0.127 0.303 
 IIA     -0.018 0.895 
 IC     0.521 0.000 
 (Constant) 0.796 0.633 0.626 1.277  0.000 
 CR     -0.245 0.001 
 MBEA     0.970 0.000 
 MBEP     -0.045 0.334 
LEQ overall (Constant) 0.855 0.731 0.723 1.208  0.000 
 IS     0.231 0.037 
 IIB     0.283 0.004 
 IM     0.360 0.000 
 IIA     -0.085 0.355 
 IC     0.245 0.000 
 (Constant) 0.541 0.293 0.280 2.278  0.000 
 CR     -0.088 0.400 
 MBEA     0.601 0.000 
 MBEP     -0.067 0.304 
IS= Intellectual Stimulation, IIB= Idealized Influence (Behaviour), IIA= Idealized Influence (Attributed), IM = Inspirational Motivation, 
IC= Individualized Consideration, CR= Contingent Reward, MBEA= Management-by-Exception (Active), MBEP= Management-by-
exception (Passive), LF=Laissez-faire, Aim=Aims, Foll= Followers Attitude, GP= Group Processes, Transf = Transformational, 
Transac= Transactional 
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For group processes, three independent variables (intellectual stimulation, p = 
0.096; inspirational motivation, p = 0.001; and individualised consideration, p = 0.081) 
under transformational leadership showed significant contribution. R
2 
was 0.680 (68.0%), 
F (5, 166) = 70.668, p < 0.001. These results indicate that intellectual stimulation and 
individualised consideration have negative impacts upon group processes, whereas 
inspirational motivation has a positive impact. On the other hand, contingent reward (p = 
0.065) was the only transactional leadership variable that showed significant contribution. 
R
2 
was 0.083 (8.3%), and R for regression was significantly different from zero, F (3, 168) = 
5.078, p = 0.002. The results indicate that contingent reward has a positive impact on 
group processes (see Table 7.6). 
 
Concerning followers’ attitude, only individualised consideration showed 
significant contribution (p < 0.001). R
2 
was 0.388 (38.8%), F (5, 166) = 21.057, p < 0.001. β 
was 0.521, which implies that individualised consideration has a positive impact upon 
followers’ attitude. For transactional leadership, contingent reward and management-by-
exception active showed significant contribution (contingent reward, p = 0.001; 
management-by-exception active, p < 0.001). R
2 
was 0.633 (63.3%), and R for regression 
was significantly different from zero, F (3, 168) = 96.528, p < 0.001. These results indicate 
that contingent reward has a negative impact, whereas management-by-exception active 
has a very strong positive impact upon followers’ attitude (see Table 7.6).  
 
Finally, four out of five independent variables contributed significantly. R
2 
was 
0.731 (73.1%), F (5, 166) = 90.068, p < 0.001. From the results in Table 7.6 intellectual 
stimulation (β = 0.231, p=0.037), idealised influence behaviour (β = 0.283, p=0.004), 
inspirational motivation (β = 0.360, p<0.001), and individualised consideration (β = 0.245, 
p<0.001) suggests that all these four variables have a positive impact upon leadership 
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effectiveness. On the contrary, only management-by-exception active showed significant 
contribution. For the transactional leadership, R
2 
was 0.293 (29.3%), and R for regression 
was significantly different from zero, F (3, 168) = 23.157, p < 0.001. β was 0.601 indicating 
that management-by-exception active has moderate positive impact upon leadership 
effectiveness (LEQ overall). 
 
7.5.5 Regression between Cognitive Style and Leadership Effectiveness  
A standard multiple regression was run with the followers’ data (331 cases) 
between each of the three LEQ scales, LEQ overall (as separate dependent variables), with 
two cognitive style dimensions (as independent variables). Table 7.7 shows the 
relationship between the factors within the CSI dimensions on the dependent variable-
Leadership Effectiveness. R is the correlation coefficient between the observed and 
predicted values of the dependent variable in values ranging from 0 to 1. A low value 
indicates little or no linear relationship between the independent variables and the 
predicted variable, while a high value indicates strong relationship. R Square shows the 
proportion of variation in the dependent variable that is explained by the independent 
variables. 
 
For the followers, as shown in Table 7.7, three LEQ scales and LEQ overall are the 
dependent variable and two cognitive style dimensions are independent variables. Firstly, 
regarding aims, only intuition made a significant contribution to the model (p=0.036). In 
this model, R-squared (R
2
) was 0.016 (1.6%), which indicates the percentage of the 
variation in the outcome explained by the independent variable. The F-ratio was 2.664, and 
its p-value was significant, i.e., F (2, 328) = 2.664, p<0.01, which shows that the model 
significantly improved ability to predict the outcome. For analysis, the standardised 
regression coefficient (β) was 0.004 whilst for intuition, β was -0.128. As for group 
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processes, it appears that intuition showed significant contribution (p = 0.001). R
2
 was 
0.050 (5.0%), and R for regression was significantly different from zero, F (2, 328) = 8.642, 
p < 0.001. Each value of B and β is listed in Table 7.7.  Similar for followers’ attitude, 
when only intuition made a significant contribution (p=0.001). R
2
 was 0.053 (5.3%), and R 
for regression was significantly different from zero, F (2, 328) = 9.089, p < 0.001. For LEQ 
overall, R
2
 was 0.043 (4.3%). The value of β for analysis was -0.003, whilst the value of β 
for intuition was -0.205. Overall, the result showed that only intuition made a significant 
contribution and had a negative impact upon leadership effectiveness. 
 
Table 7.7 Multiple Regression: Contribution of Cognitive Style on Leadership 
Effectiveness-Followers 
F
O
L
L
O
W
E
R
S
 
DV IV R R
2 Adj R2 B Beta Sig 
AIM (Constant) 0.126 0.016 0.010 3.790  0.000 
 Analysis     0.004 0.947 
 Intuition     -0.128 0.036 
GP (Constant) 0.224 0.050 0.044 4.516  0.000 
 Analysis     0.008 0.888 
 Intuition     -0.227 0.000 
FOLLOW (Constant) 0.229 0.053 0.047 4.459  0.000 
 Analysis     -0.038 0.527 
 Intuition     -0.210 0.000 
LEQ overall (Constant) 0.206 0.043 0.037 4.161  0.000 
 Analysis     -0.003 0.956 
 Intuition     -0.205 0.001 
 
 
For the leaders, with regards to group processes, analysis and intuition were 
entered into the equation. Only analysis contributed significantly to the model (r = 0.001).  
R
2
 was 0.055 (5.5%) and R for regression was significantly different from zero, F (2, 169) 
= 4.889, p< 0.001. For Analysis, the value of B was -0.297, and β -0.164 whilst for 
Intuition the value of B was -0.226 and β 0.111. It appears therefore analysis dimension 
has a negative impact on group processes of leadership effectiveness. Results for aims, 
followers’ attitude and LEQ overall were all insignificant contributions to the model (see 
Table 7.8). 
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Table 7.8 Multiple Regression: Contribution of Cognitive Style on Leadership 
Effectiveness-Leaders 
L
E
A
D
E
R
S
 
DV IV R R
2 Adj R2 B Beta Sig 
AIM (Constant) 0.062 0.004 0.008 3.109  0.000 
 Analysis     -0.064 0.455 
 Intuition     0.003 0.968 
GP (Constant) 0.234 0.055 0.044 3.9 51  0.000 
 Analysis     -0.164 0.050 
 Intuition     -0.111 0.182 
FOLLOW (Constant)      0.000 
 Analysis     0.127 0.134 
 Intuition     0.029 0.735 
LEQ overall (Constant) 0.063 0.004 0.008 3.309  0.000 
 Analysis     -0.042 0.624 
 Intuition     -0.033 0.701 
 
 
 
7.6 DISCUSSION OF RESEARCH QUESTIONS 
 
Having presented all relevant results of data analyses, this section discusses the 
findings of the second three research questions. 
RQ4 – Is there any relationship between leadership approaches (transformational and 
transactional) and cognitive style (analysis and intuition) in either followers or leaders’ 
samples? 
Beginning with RQ4, in order to answer the relationships between the two theories, 
the results of correlation analyses (Table 7.1) for followers indicate that intellectual 
stimulation and idealised influence attribute correlated significantly with analysis, whilst 
intellectual stimulation, inspirational motivation, idealised influence attribute and 
individualised consideration correlated significantly negatively with intuition. For 
transactional leadership scales, contingent reward correlated significantly with analysis, 
and for the leaders, all three transactional leadership scales correlated significantly and 
negatively with intuition. For the leaders, inspirational motivation and idealised influence 
attribute correlated significantly with analysis, whilst only inspirational motivation 
significantly correlated with intuition. The results of Pearson correlation analysis for 
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leaders are too little, therefore less is presented. The results of regression analyses added 
more information for the followers (Table 7.4).  
 
Concerning intellectual stimulation, only analysis has shown significant 
contribution. As for inspirational motivation, idealised influence attribute and 
individualised consideration, only intuition has shown significant contribution to these 
three cases for followers. From the Pearson correlation analysis it can be suggested that 
both transformational and transactional leadership showed significant correlation. 
However, from the highest r value reading, it can be suggested that transactional leadership 
was correlated significantly with analytical. This is in line with Downey et al. (2006) who 
assert that transactional leader tends to rely on rational and logical thinking, which 
provides extrinsic rewards for completed work as expected. From the result of multiple 
regression analyses, it can be suggested that intuition and analysis correlated significantly 
with transactional leadership.  
 
RQ5 – Is there any relationship between leadership approaches (transformational and 
transactional) and leadership effectiveness in either followers or leaders’ samples? 
It was found that positive relationships exist between all five scales of 
transformational with all the three leadership effectiveness scales from both followers and 
leaders’ samples (Table 7.2). The same case applies for transactional leadership scales for 
followers; however, there was no significant relationship between aims and contingent 
reward for the leaders. There was no significant relationship recorded for management-by-
exception passive with all three scales of leadership effectiveness for either followers or 
leaders.  
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The results of regression analyses showed similar tone. From the followers’ 
perceptions, for aims the transformational leadership Idealised influence behaviour, 
inspirational motivation, and idealised influence attributed showed significant contribution 
to the model; for group processes; idealised influence behaviour, inspirational motivation 
and individualised consideration showed significant contribution; and for followers’ 
attitude two independent variables; idealised influence behaviour and inspirational 
motivation showed significant contribution. For transactional leadership, contingent 
reward and management-by-exception active contributed significantly with group 
processes and followers’ attitude (see Table 7.5). In the case of LEQ overall, three 
independent variables from transformational leadership and two from transactional 
leadership showed significant contribution (idealised influence behaviour, p = 0.001; 
inspirational motivation, p = 0.001; individualised consideration, p = 0.001; contingent 
reward, p = 0.015; and management-by-exception active, p = 0.001). 
 
The results of multiple regression analyses for the leaders showed all independent 
variables of transformational leadership contributed significantly to aims and four of them 
have a positive impact on the dependent variable (Table 7.6). Only management-by-
exception active from transactional leadership scale contributed significantly to aims. For 
group processes, three scales of transformational leadership, namely intellectual 
stimulation, inspirational motivation, and individualised consideration showed significant 
contribution to the model, whilst contingent reward was the only variable of transactional 
leadership that showed significant contribution to group processes. On the other hand, only 
individualised consideration of transformational leadership showed significant 
contribution. However, contingent reward and management-by-exception active have 
shown significant contribution to followers’ attitude. Regarding LEQ overall, four out of 
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five independent variables contributed significantly. Intellectual stimulation (β = 0.231, 
p=0.037), idealised influence behaviour (β = 0.283, p=0.004), inspirational motivation (β 
= 0.360, p<0.001), and individualised consideration (β = 0.245, p<0.001) suggesting that 
all these four variables have a positive impact upon leadership effectiveness. On the 
contrary, only management-by-exception active showed a significant contribution to LEQ 
overall. 
 
RQ6 – Is there any relationship between cognitive style (analysis and intuition) and 
leadership effectiveness in either followers or leaders samples? 
The results of correlation analyses for the followers showed that analysis only 
correlated significantly with followers’ attitude. However, intuition showed significant but 
negative correlation with all the three scales of leadership effectiveness and LEQ overall. 
For the leaders, only group processes showed significant correlation with both analysis 
and intuition cognitive style (Table 7.3). The results of regression analyses added more 
information that intuition contributed significantly with a negative impact on all leadership 
effectiveness scales (Table 7.7). The result for the leaders’ samples shown only analysis 
had significant contribution to group processes (Table 7.8). 
The summary of Pearson correlation analyses and Standard Multiple regression 
analyses results which are discussed above between followers and leaders’ samples are 
presented in Table 7.9 and Table 7.10. 
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Table 7.9 Relationships between constructs: MLQ, CSI and LEQ (Followers) 
 Analysis Intuition Aims Group 
Processes 
Followers’ 
Attitude 
LEQ 
Overall 
IS - - + - - - 
IIB + - + - + + 
IM - - + + + + 
IIA - - - + - - 
IC - - - + - + 
CR - - - + + + 
MBEA - - + + + + 
MBEP - - - - + + 
LF - - + + + + 
Trf - - + + + + 
Trs - - + + + + 
Anal   + + - - 
Int   - - - - 
Key: IS= Intellectual Stimulation, IIB= Idealized Influence (Behaviour), IIA= Idealized Influence (Attributed), IM = 
Inspirational Motivation, IC= Individualized Consideration, CR= Contingent Reward, MBEA= Management-by-
Exception (Active), MBEP= Management-by-exception (Passive), LF= Laissez-faire, Trf= Transformational, Trs= 
Transactional, Anal= Analysis, Int= Intuition, Aim=Aims, FA= Followers’ Attitude, GP= Group Processes.  
 
 
Table 7.10 Relationships between constructs: MLQ, CSI and LEQ (Leaders) 
 Analysis Intuition Aims Group 
Processes 
Followers’ 
Attitude 
LEQ 
Overall 
IS ns ns + - + + 
IIB ns ns + + + + 
IM ns ns + + - + 
IIA ns ns - + - - 
IC ns ns + - + + 
CR ns ns - + - - 
MBEA ns ns + + + + 
MBEP ns ns - - - - 
LF - - + + - + 
Trf ns ns + + + + 
Trs ns ns + + + + 
Anal   - - + - 
Int   + - + - 
Key: IS= Intellectual Stimulation, IIB= Idealized Influence (Behaviour), IIA= Idealized Influence (Attributed), IM = 
Inspirational Motivation, IC= Individualized Consideration, CR= Contingent Reward, MBEA= Management-by-
Exception (Active), MBEP= Management-by-exception (Passive), LF= Laissez-faire, Trf= Transformational, Trs= 
Transactional, Anal= Analysis, Int= Intuition, Aim=Aims, FA= Followers’ Attitude, GP= Group Processes.  
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7.7 CHAPTER SUMMARY 
The aim of this chapter is to describe the latter half of the data analyses and 
complete the discussion for the first stage study (survey questionnaire). The main findings 
are that there are a number of relationships identified between leadership effectiveness and 
leadership approaches, as well as cognitive style. In respect of leadership approaches, 
transformational leadership was found to be correlated with analysis and intuition 
dimension from followers’ samples. Concerning the relationship with leadership 
effectiveness, transformational and transactional was found to be correlated with 
leadership effectiveness. However aims from the leaders’ data were not correlated 
significantly with transactional leadership. Results of multiple regression analyses 
strengthen the direct relationships between independent and dependent variables. From the 
followers’ perspective, it showed that intuition has a significant contribution and impact on 
leadership effectiveness scales. However findings from the leaders showed analysis has 
significant contribution to one of the leadership effectiveness scales. It is also shown that 
idealised influence behaviour, inspirational motivation, and idealised influence attribute 
from transformational; contingent reward and management-by-exception active from 
transactional leadership, have significant contributions to the dependent variables used.  
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CHAPTER 8 
RESULTS AND ANALYSIS: LEADERS’ INTERVIEWS 
Figure 8.1 Thesis Topic Chain 
 
 
 
 
 
8.1 INTRODUCTION 
This chapter reports the results of analyses from semi-structured interviews with 
leaders (Vice Presidents and General Managers) in the Malaysian GLCs in order to 
answer the six remaining research questions (RQ7, RQ8, RQ9, RQ10, RQ11, and RQ12 
detailed in Section 4.5.1). The chapter begins by outlining demographic data of the 
informants (Section 8.2). The results of interviews are presented in the order discussed, 
namely: Leadership Effectiveness (Section 8.3), followed by Full Range Leadership 
Approaches (Section 8.4), and Cognitive Style (Section 8.5).  Section 8.6 provides a 
summary of the 10 interview sessions. Section 8.7 presents the discussion of the six 
research questions detailed in Chapter 4, Section 4.5.1. The chapter is summarised in 
Section 8.8. 
 
The purpose of the interviews was to provide a qualitative perspective which 
might clarify and strengthen the quantitative findings presented in Chapter 6 and 
Chapter 7. According to Dereshiwsky (1999) multi-method studies can provide a sense 
of convergence especially between the survey instruments gathered and the perceptions 
of leaders from the interviews.  In turn, this can allow a greater confidence in the results 
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attained from both methods. The qualitative analysis in this study led to a large amount 
of data being generated from the ten leaders interviewed. The large volume of data 
generated necessitated reducing this information into a more manageable form. A 
thorough reading of the transcribed interview texts revealed the possibility of 
identifying patterns of meaning in the responses. A frequency count of like responses 
indicated their importance and relevance as categories of meanings, which in turn built 
up the key concepts or themes emerging from the data. The content and structure of the 
semi-structured interview is outlined below. Full details of the methods employed are 
included in Chapter 5, with the instrument utilised shown in Section 5.9. Each interview 
lasted approximately 60 minutes. All interviews were conducted in English. Each 
interview commenced with an introduction explaining the purpose and the nature of 
semi-structured interviews.  
 
8.2 CHARACTERISTICS OF INFORMANTS 
Semi-structured interviews were held with 10 Malaysian Government-link-
Companies (GLCs) leaders (7 male and 3 female). Out of the 172 leaders who 
participated in the questionnaire survey, only 10 agreed to be interviewed. Leaders in 
the GLC included Vice President and General Managers of various divisions and 
departments from seven different types of GLCs described in the Chapter 6 Section 6.2. 
The senior management involved in the interviews are those who deal with strategic 
decisions at the GLCs and are called Vice President whilst the others are called General 
Manager. There is no significant difference between the names of these two positions. 
Three Vice Presidents from Banking and Finance, Technology Development, and 
Telecommunication respectively were involved in the interviews, whilst seven General 
Managers from Manufacturing, Public Fund and Investment, and Engineering and 
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Motoring respectively took part in the interviews. For detail, characteristics of the 
informants are described in Table 8.1. 
Table 8.1 Characteristics of informants  
  Leaders 
N=10 
Age 34-38 
39-43 
44-48 
3 
5 
2 
Gender Male 
Female 
7 
3 
Education Level Degree 
Master 
PhD 
2 
6 
2 
Length of Service 1-5 
6-10 
>11 
3 
5 
2 
Types of GLC 
Business  
Banking and Finance 
Telecommunication 
Technology Development 
Manufacturing 
Engineering and Motoring 
Public Fund and Investment 
1 VP 
1 VP 
1 VP 
2 GM 
3 GM 
2 GM 
 
 
 
8.3 RESULTS OF INTERVIEWS: Leadership Effectiveness 
As stated in Section 5.4.3.1, the initial template consisted of three „parent nodes 
or Nvivo themes‟: 1. Leadership Effectiveness, 2. Full Range Leadership Approaches, 
and 3. Cognitive Style, which were broken down into 14 codes (see Figure 8.2). Initially 
level-one code was leadership effectiveness and level-two codes were Aims, Followers‟ 
Attitude and Group Processes. However, as data collection went along five more 
themes were identified: 1. Balance, 2. Visionary, 3. Learning, 4. Role Model, and 5. 
Appreciative.  
The discussion of leadership effectiveness in the interviews was therefore 
finalised and the coding was according to the eight codes (see Figure 8.3). Leaders were 
asked a series of questions related to their perceptions of leadership effectiveness and 
the relationship with cognitive style and leadership approaches. In the first theme, 
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Leadership Effectiveness, the leaders generally held a common understanding about the 
definition of leadership effectiveness. The characteristics and indications of effective 
leaders provided, however, varied and included both positive and negative responses. 
Therefore the discussion below is according to the eight level-two codes. 
 
Figure 8.2 Initial NVivo Coding  
 
Level-one codes Level-two codes 
Leadership 
Effectiveness 
1. Aims/Goals 
2. Followers‟ attitude 
3. Group Processes 
Full Range 
Leadership 
Approaches 
1. Idealised Influence Attributed 
2. Idealised Influence Attributed 
3. Intellectual Stimulation 
4. Inspirational Motivation 
5. Contingent Reward 
6. Individualised Consideration 
7. Management-by-exception Active 
8. Management-by-exception Passive 
9. Laissez- Faire 
Cognitive Style 
 
1. Analysis 
2. Intuition 
 
 
 
 
Figure 8.3 Finalised NVivo Coding  
 
Level-one codes Level-two codes 
Leadership 
Effectiveness 
1. Aims 
2. Followers‟ attitude 
3. Group Processes 
 
4. Balance 
5. Visionary 
6. Learning 
7. Role Model 
8. Appreciative 
 
Full Range 
Leadership 
Approaches 
1. Idealised Influence 
Attributed 
2. Idealised Influence 
Attributed 
3. Intellectual Stimulation 
4. Inspirational Motivation 
5. Contingent Reward 
9. Individualised Consideration 
10. Management-by-exception 
Active 
11. Management-by-exception 
Passive 
12. Laissez- Faire 
 
Cognitive Style 
 
1. Analysis 
2. Intuition 
 
 
3. Rational 
4. Logic 
5. Holistic 
6. Sensing 
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8.3.1 Aims 
This is one of the characteristics pointed out by Yukl (2002) in describing 
leadership effectiveness. Aims domain is characterised by achieving professional aims, 
and accomplishing organisational and unit goals. Four informants indicated that an 
effective leader must set from the very beginning aims or goals to be achieved.  One of 
them however is concerned about the dissemination and operationalisation of 
information of aims and the other leader is concerned about how to convince followers: 
 “...apart from that he/she must be able to convince followers that 
organisational vision and mission is achievable; able to challenge them with 
goals, tasks and responsibility whether it is in group or individual...” [Interview 
One]  
 
“..well.... it is interesting...setting goal whether it is the department or 
organisation at large, but sometime the process, how you deliver and 
operationalise for the goal or aims  to be understood by your subordinate..it is 
my concern.....” [Interview Four] 
 
Interestingly, two leaders interviewed shared their own experience of how they 
set department‟s goals from the planning stage, implementation and result. Two of them 
pointed out that setting a goal or aim is important as a prerequisite to effective strategic 
leadership: 
 “I think I‟d like to share my own experience ...immediately after I was 
appointed to this position......I called up a meeting in order to set aim which I 
think should be in line with the organisational vision...yeah...we came up with a 
list, then brainstormed to choose which one is the best to suit the vision...The 
first sixth month, then the second sixth month everyone must report the 
progress...” [Interview Three] 
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“....we have our very own committee that steer the direction of the 
department...one of the function is to put the aim and vision into 
practice...looking at it strategically...most of the GM are members, so we have 
steer 1, steer 2 etc...at the end of three month we review the progress than after 
six month report the outcome and progress for evaluation...at this time we also 
collect feedback from the staff” [Interview Seven] 
 
Another viewed a requirement to first have coherent goals as part of the leader‟s 
role and responsibility: 
“....in fact it is not only to achieve the goals. It is part and partial as an effective 
and efficient leader..... Everyone should have a goal, either personal or 
professional goal. What you want to be or your aim for the next 5 years, then the 
team, it‟s a shared goal within the department, if you from manufacturing or 
sales team, what is your monthly, weekly or yearly target and so on so 
forth....then the organisational mission and vision” [Interview Two] 
 
 
8.3.2 Followers‟ Attitude 
The second theme is the attitude of followers towards the leaders (Yukl, 2002). 
This is in line with Hollander (1993: 29) who wrote “without followers, there are 
plainly no leaders or leadership”. The leader in interview seven pointed out that how 
well the leader satisfies the follower‟s needs and expectation by giving a good 
impression shows that a leader is caring. One of them mentioned being a good listener 
to their followers: 
“Well for me, I would describe leadership effectiveness as those who have these 
four criterions: First, effective leader are people who not only talk to their 
employees, but they listen...not only listen but be a good listener...give good 
impression to your staff that you care for them....” [Interview Six] 
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Some of the leaders believe that positive followers‟ attitude and feeling would 
increase followers‟ commitment towards their leaders. However, the concern among 
interviewees was that many of their colleagues did not realise their follower‟s attitude or 
feeling. Three of them pointed out the result oriented leader. As a result they 
commented that followers may carry out the leader‟s request or resist the task given or 
even ignore the given task.  A couple of examples are as follows: 
“Do you expect people to understand you, while on the other hand you don‟t 
have the initiative to understand your staff‟s feeling? I dare to say, some 
managers are too focus on outcome..{I want this, I want that, you must do this 
you must do that}...just giving instruction....” [Interview Nine] 
 
“Well, if your staff always come back and refer to you, that means they can get 
along with you, look at the way you treat them...if you are too pushy...I don‟t 
think you would get that kind of attitude from your team members....” [Interview 
Six]  
 
Two leaders interviewed revealed their worries about a leader who is lacking in 
the ability to build relationships with followers. Their concern was about followers‟ 
commitment. One of them noted: 
“.......I have been in this business for nearly forty years. ...one of the greatest 
skills lacking in many firms is the leader who either is too incompetent or too 
lazy to apply and to establish a relationship with their followers.” [Interview 
Eight]  
 
The majority of leaders described followers and their attitude/feeling as 
undoubtedly an important aspect of leadership effectiveness. Most of them believe 
leaders who can inspire their followers to perform in the organisation would normally 
get support from their subordinates. On the other hand, those who fail to perform their 
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duty as leaders in the ways their followers like may be seen as ineffective. Examples 
collected from leaders as below: 
“...we are working with human; they have feeling and emotion. [Interview Two]  
 
“.....An effective leader must „serves‟ the Internal Customer..IC (this is the term 
we used to substitute the team workers) why, because without them you are no 
one....” [Interview Five]  
 
“Whatever your position is, you are still human being as well as your 
subordinate, you and them cannot run away from emotion, especially those 
under your supervision...” [Interview Eight] 
 
“....for me it is necessary for every leader, if you‟ve set a positive mental attitude 
before hand, I believe your staff will follow and they would also always 
appreciate your effort...” [Interview Nine]  
 
“....feedback is important; reaction also important...both of these indicates how 
well you are accepted by your followers....” [Interview Six] 
 
However a few leaders, put followers‟ attitude as a minor subject in discussing 
effectiveness. For them, leaders have their own boundaries and must be firm in 
practising rules and regulations, and not to be influenced or pressured by followers‟ 
attitudes and perceptions. One of them commented: 
 
 “yeah...whatever it is, you are their leader, and must set your boundary, in this 
matter we must be firm...don‟t put yourself under their pressure....” [Interview Eight] 
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8.3.3 Group Processes 
The third item of the level-two theme is the leader‟s contribution to the quality 
of the group process (Yukl, 2002). Leaders who contribute to enhance group 
cohesiveness, member cooperation, staff motivation and resolution of conflict among 
members are seen as effective. From information gathered from the interviews, group 
processes were implemented through the practices of daily routine, long-term team 
building and group activities enrichment. As revealed in the interviews, daily routine 
included Morning Prayer and coffee breaks, whilst team building programmes were 
identified as long term activity for group processes. 
 Interestingly, a leader in Interview Three from one organisation which is more 
focused on Islamic orientation believed that group processes were implemented in the 
simple practice of a leader being a „real leader to the group‟ in a prayer congregation on 
a daily basis. An interviewee in Interview Seven reported that the group process was 
implemented through the „fifteen-minute coffee break‟ of daily work. She stated that a 
consistent 15 minute coffee break everyday at the same time would enhance group 
cohesiveness.  
 Three of the interviewees agreed that the leaders should emphasize and promote 
group cohesion through teambuilding programmes and updating the followers with the 
latest information: They described this in the following way: 
“...as part of our competitiveness programme, we want our staff to be up-to-
date...So on a daily basis we allow them to surf the internet, read newspapers, 
watching news during the lunch break and at the same time mingle around with 
each other....” [Interview Three] 
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“...yes...we do provide them...It is normally an outing teambuilding 
programme...the purpose is to strengthen the group cohesiveness .....  [Interview 
Five] 
 
“...we must be able to make each team member feel important and a valuable 
part of the team and to make team members want to do their best work for the 
team success....”  [Interview Eight] 
 
In discussing group processes, words such as “cohesiveness”, “teambuilding”, 
“teamwork”, “cooperation” and “catalyst‟ were frequently mentioned. Hence, most 
informants saw that having established group processes was important in terms of 
helping to measure the success and effectiveness of the leaders. Another example was 
from a leader in Interview Five who talked about change agents and effectiveness.  
“yeah..I think every leader must be a catalyst in the organisation. We talk about 
change management; we talk about risk management, anger management and 
etc, and if a leader cannot cope with all of these, don‟t talk about being 
effective” [Interview Five] 
 
8.3.4 Balance 
Another theme identified which emerged under leadership effectiveness was 
„Balance‟. Since this concept was not covered by Yukl (2002) or found in the Bass and 
Avolio‟s model, it could be categorised as leadership effectiveness as it was found in 
five interviews when the leaders were asked about the definition and the criteria of 
leadership effectiveness. In fact the word „balance‟ was mentioned about 26 times in 
five different interviews. Two of them said: 
“...finally, a leader which can have a proper balance of professional role 
modelling and personal compassion..”  [Interview Six] 
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“An ideal leader must create a balance...personal, team and organisation. Good 
balance is more important. It is the way you handle yourself as a leader....all of 
these really needs balance.” [Interview Two] 
 
One informant commented on the importance of being balanced between the 
manager‟s role and leader‟s role to express his views and opinions. His viewpoint: 
“to me, it‟s important, how you balance this two role, at the same time you are 
the General Manager and you are also their leader, especially when it involves 
with critical decision, do the right things first or do the things right?...” 
[Interview Five] 
 
The leader from Interview One noted several strategies that he employed to 
create balance.  
“.....Firstly ikhlas (sincere) in what you do, then set your niat (intention), then 
reflect why and how you are here at this position...so that you know the balance 
between effective and ineffective....”   
 
Many leaders interviewed, regarded balance as an indicator in the leader‟s 
repertoire in creating a healthy environment that makes them seen as effective. One of 
the interviewees expressed his worry about imbalance in leadership: 
“...first of all as a leader you must give good first impression...What if you 
cannot handle your personal problem at office, bring your home or personal 
problem to work..that‟s why balance and how you control your emotion is 
important..” [Interview Ten] 
 
Some interviewees took an idealistic view that balance was central the concept 
of leadership effectiveness that took place in the companies.  
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“In this life, if you have faith you know what your purpose is...balance between 
the worldly matters (your business, your job, your position so on so forth) whilst 
at the same time you also and always prepare for the hereafter...” [Interview 
Three] 
 
“....as I told you earlier, I should say this is the core of effectiveness...you are 
seen as a boss/leader/manager, at the same time you serve as dedicated God‟s 
servant...” [Interview Five] 
 
Other leaders viewed balance more pragmatically, questioning the impact of its 
influence in terms of the other aspects or criteria listed, particularly the followers‟ 
attitude and aims. Certainly, three leaders interviewed agreed that balance and how a 
leader manages the balance between the job and human feelings as part of the important 
factors of leadership effectiveness. Although it was not covered in the initial template, it 
seems that this concept has emerged and become an important characteristic of 
leadership effectiveness. 
 
8.3.5 Visionary 
Being visionary is another theme identified which was identified from the 
interviews. Five interviewees mentioned being visionary, futuristic, imagining the 
future, being capable of achieving the mission and vision and forward looking. These 
terms blended together and by the same token it was implicitly covered by Yukl (2002) 
and Bass and Avolio‟s (1997). Therefore it was identified under the leadership 
effectiveness coding.  
With respect to this theme, leaders believed that most of them have personally 
engaged with planning and implementing vision at their respective organisation to strive 
for excellence by being futuristic and forward looking. Interviewee Four reflected: 
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 “...being effective...It's important that you stay ahead of the people around 
you....forward looking”  
 
The words „vision‟ and „visionary‟ were mentioned a number of times, and three 
leaders optimistically pointed out their view that this characters is one small part in a 
bigger characteristic of leadership effectiveness. Interviewees in interview two and four 
respectively stated: 
“...He/she is also must be someone who be able to project a vision (visionary, 
imagining where there are going to be in the next five or ten years....” 
[Interview Two]   
 
“..have you ever provide your followers with some preferred view of a desired 
future state? In the quest of excellent how do you set your vision? It‟s a must to 
be a great leader or manager...”  [Interview Four] 
 
One leader also mentioned communicating vision as a characteristic of being a 
visionary leader. He commented: 
 
“.....finally, an effective leader is a superior communicator in term of conveying 
his/her vision...”  [Interview Six] 
 
Most of them highlighted about how vital their position is and having symbiotic 
relationship between leaders and vision or being visionary. Two of them noted: 
“..only if you understand...yes the Malay proverb used to say „berat mata 
memandang berat lagi bahu memikul‟ –(you wouldn‟t know how hard it is, until 
you stay in the position).. being a leader without a vision...you‟ll just go 
blindly...” [Interview Seven] 
 
“it‟s like a soul and your body, you can imagine how close it is.. .as I mentioned 
earlier, don‟t say about effective, when a leader never say about vision” 
[Interview Eight] 
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Interestingly, one informant has shared this reminder about being visionary to all 
leaders. She pointed out: 
“This life, without doubt is a quest. If you are believers, you‟ll believe this is not 
only a matter of setting your organisational mission and vision, how to achieve 
it, in fact it should go beyond that level, what is your vision towards the 
hereafter, your mission to bring them to dedication, sincerity, integrity so on so 
forth, because at the end of the day you are answerable to God....” [Interview 
Three] 
 
8.3.6 Learning 
One of the important themes identified from the interviews was learning. It has 
been emphasized by four informants to characterise being an effective leader. Most of 
them agreed that leadership effectiveness must consider leaders who are willing to 
change, and be ready to learn. Two of them said: 
“..Thirdly, effective leaders are people who are always educating themselves..” 
[Interview Six] 
 
“For me effectiveness means ready to learn, unlearn and relearn.  Always have 
to keep learning, either in the form of reading books, attending conferences, or 
meeting with successful people in your field of interest... there's always going to 
be something new on the horizon...” [Interview Four]  
 
Learning was perceived as important especially in the learning organisation‟s 
environment not only to remain competitive in the business environment. In fact the 
pool of human minds is the main contributor to effectiveness. As a result this character 
will preserve the norms or behaviour practised in the organisation. An important finding 
from the interviews was that, three out of four leaders interviewed highlighting this 
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issue were female leaders. Informants recognised that providing a stimulating, attractive 
and conducive working environment including learning facilities will have a big impact 
on the followers‟ job performance and leader‟s recognition. An informant of Interview 
Six reflected: 
“.....provide them with stimulating and conducive working environment, I believe 
it would help...they‟ll perform and you‟ll be recognised...” [Interview Six] 
 
8.3.7 Role model 
Another concept identified under leadership effectiveness was the „role model‟. 
This concept is characterised by leaders displaying exemplary characteristics that are 
normally followed and imitated by their followers. This concept was referred to by four 
interviewees:   
“Based on my experience, observations and readings, my definition of 
leadership effectiveness is.... any leader who can be an example/role model to 
their subordinates or followers.” [Interview One] 
 
“For me is someone who are able to bring others together in one place, getting 
people to what they want to be, as a role model” [Interview Two] 
 
“and this is interesting I should say..erm..For us leadership effectiveness is 
someone who be able to perform of what you talk, an exemplary leader will 
always be favoured by the team members. . [Interview Three] 
 
“...again..the Malay proverb says „cakap tak serupa bikin‟ that means you have 
to walk your talk...Leader should act as role model in a charismatic 
way...inspiring, motivating...” [Interview Seven] 
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An important finding to emerge was that this modelling behaviour was reported 
in several ways. The role modelling played by the leaders includes approachability and 
an open door policy. This issue has been highlighted by five leaders. Two of them 
mentioned: 
“hahaha..yes if they get back to you, ...and ermm...how they see you and how 
you see them...for us your status does not differentiate what and who we 
are...always come and discuss..” [Interview Six]  
 
“I think it is important, that‟s why we have an open concept in the office, no 
exclusive rooms, and we also implementing open door policy, no appointment, 
as long as it is something to do with your regular job...just drop in...if we can 
show this...give good example of practising this policy...” [Interview Five] 
 
Most leaders interviewed agreed that role model behaviour is characterised by 
implementing the mission and vision, becoming a followers‟ inspiration, and enabling 
subordinates to act accordingly. One leader concluded about being a role model and its 
relationship with accountability: 
“...in conclusion...I‟d like to say...leadership is not a post or rank...it is 
„amanah‟...accountability...if you show good example...then I believe you‟ll have 
strong support from your followers...” [Interview Seven] 
 
One interviewee commented on role model and effectiveness. The comment was: 
“..I still remember an old saying....actions speak louder than words...so setting 
an example...be a role model...in Islamic school of thought it is called „dakwah 
bil hal‟..look into the prophet Muhammad‟s way of life...otherwise he won‟t be 
nominated as number one in „The 100 by Michael Harts‟. [Interview Five] 
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8.3.8 Appreciative 
The last theme identified under leadership effectiveness was being „appreciative‟ 
which was mentioned by four interviewees. Three of them explained it in a positive way 
where appreciation or reward must be given to the followers in exchange for their 
satisfactory work.  
“Leaders must also reward their followers who perform fairly with recognition 
(monetary or non-monetary).” [Interview One]  
 
“...it is crucial to have their opinions, suggestions, and voice. It is part of our 
recognition, reward process... We want them to be properly compensated, 
rewarded both monetary, and psychologically.” [Interview Two] 
 
“Secondly, effective leaders are those who can appreciate their followers.” 
[Interview Six] 
 
“In addition a great leader is consistent and fair when implementing discipline 
and rewarding success.” [Interview Nine] 
 
However, one interviewee claimed that appreciation or reward must only take 
place with a proper justification. Otherwise the followers would not do their job 
sincerely. He gave the following explanation:  
 
“I understand when everyone else was saying about rewarding their staff...yes 
its part and partial of the recognition system. But how do you appreciate them? 
We should have a mechanism and proper justification in order to reward them. I 
just don‟t want to implement as what the government have  implemented  to the 
public sectors staff...as you can see in the budget presentation they announced 
to give a bonus, everyone gets without taking into consideration the weight of 
individual contribution.” [Interview Six] 
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Another interviewee had mixed feelings about appreciation when he highlighted 
a grey area in the reward system. He described the following: 
“Yes it does...and of course they‟ll feel appreciated, motivated, because they 
know that their opinion and voice is counted. However there is always which I 
call a grey area, in fact there is more grey than black and white. Which means 
people not really clear why and what is going on...” [Interview Two] 
 
8.3.9 Commentary  
Five more themes emerged explicitly and were discussed by the informants. 
Seven interviewees saw these themes as an important element of effectiveness.  
Although there were distinct perspectives on the basic questions explored in these 
exchanges, several themes and common perspectives emerged of what leadership 
effectiveness is. As interviewee one and two have argued, an important feature of 
leadership effectiveness is their ability to inspire and convince followers that they have 
a clear vision to achieve. Some of them (leaders one, two, six, and nine) agreed that 
appreciating and rewarding followers is one of the essential elements of leadership 
effectiveness. Vision was highlighted by interviewees four, six, seven and eight. Many 
of the interviewees linked leadership effectiveness with readiness to learn and educating 
themselves, suggesting that leadership effectiveness is beyond the more common 
definitions, including influencing others with passion. Balance has gotten most attention 
from the informants, as they believe that only great leaders with charisma and 
effectiveness know how to create a balance between professional and personal matters. 
The link between leadership effectiveness and spirituality was also mentioned in 
discussing balance and vision.    
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In terms of the relationship and interactions of the concepts from the interviews and 
leadership effectiveness may be initially summarised as follows: 
1. Most of the leaders interviewed talked about a common understanding of defining 
leadership effectiveness. Four of the leaders universally talked about aims, 
followers‟ attitude, and group or team processes; three of them talked about role 
models, appreciation and learning, whilst balance, vision, learning and rewards have 
been mentioned by the majority of them. 
2. More than three initial concepts were identified which included balance, being 
visionary, learning, role model and appreciation. These themes were coded based on 
the frequently found words in Nvivo which were then categorised into meaning 
units as codes.  
3. In some cases, leaders had mixed feelings of positive and negative reactions towards 
the theme discussed, for instance in appreciation/reward.  
 
8.4 RESULTS OF INTERVIEWS: Full Range Leadership Approaches 
The discussion of leadership approaches in the interviews was according to the 
eight sub-scales of transformational and transactional leadership and one laissez-faire 
non-leadership scale. Altogether there were nine codes classified under Bass and 
Avolio‟s (2000) Full Range Leadership Approaches. All codes were directly adopted 
from the existing theory of Bass and Avolio‟s (1997) model and remain as they are. The 
characteristics and indications of leadership approaches provided however varied and 
mixed positive and negative responses. Some examples are given below: 
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8.4.1 Idealised Influence Attributed 
According to Bass and Avolio (2000) leaders who adopted „idealised influence 
attributed‟ refers to charisma, being confident and powerful, focusing on ethics, and 
followers identifying with the leader. A range of questions were asked and designed to 
encourage responses that would allow them to comment and assess their own leadership 
approach and how they relate them to leadership effectiveness. Issues such as whether 
they knew that their followers felt proud to have them as leader was discussed. An 
example is below: 
“One thing I would like to give as an example is our CEO. He has been in this 
company for nearly 12 years. This is not my only personal observation but a 
collective opinion from most of us especially the top management team in the 
company. The way he shaped the culture and norms in this organisation really 
influence the way we do our work. For instance uniformity....” [Interview Eight] 
 
However, one interviewee described the approach in a conditional way as follows: 
 “This thing of influence is quite interesting...you see one of the character being 
a leader..you need to have influence over the people under you...I am not a 
political leader to be compared to who have power and influence over their 
follower...but still..as long as we play our role...managing and leading....I 
believe our staff will proud to associate them with us...” [Interview Nine] 
 
In another finding, a leader from Interview Four acknowledged ethical issues: 
“... yes..it‟s sensitive issue, but we have to face it, If you think about ethic which 
one do you think is important, why you are here and appointed as leader, is it 
for fulfilling your own purpose or to please God..or to serve the nation...or 
something else?” 
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Two interviewees consider themselves to be an effective leader when they 
successfully inculcated and practicing values and norms in the organisation which were 
classified under idealised influence attributed. Their comments were: 
 “...we shouldn‟t be hinder by this...create a norm... {walk your talk}...then 
you‟ll be seen as a role model...” [Interview Six] 
 
“yes...why not?...shaping a culture or norms...although there is always 
challenge to implement it...but...as I said earlier...if you want to be considered 
as successful..” [Interview One] 
 
 
8.4.2 Idealised Influence Behaviours 
As a consequence of leaders who can instil pride to their followers, this 
„idealised influence behaviours‟ approach is leaders who behave in a manner that 
causes followers to want to emulate their leader (Avolio & Bass, 2002). The majority of 
leaders talked about their most important values and belief, specify the importance of 
having a strong sense of purpose. Mixed thoughts from various interviewees are 
provided: 
“I think, this is interesting topic to say. Inculcating values and believes into 
workplace. Well...as one of the Islamic orientated organisation, which 
implemented good moral and values, we talk a lot about this. In fact, every week 
we have a special meeting for revision, to do some kind of post-mortem... we talk 
about current performance, strengths, weaknesses, opportunities and threats, 
and we do post mortem....” [Interview Five] 
 
“haha...in business...the most important thing is profit. Although we are more on 
engineering and manufacturing...we still emphasize on human capital...we 
always emphasize the importance of having a collective sense of mission. The 
workers are actually run the company...In my opinion this is crucial...” 
[Interview Seven] 
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 “...for me...the real leaders are when people want to work for them, to do extra 
work for them, and who create an atmosphere of joy in their workplaces....” 
[Interview Eight] 
 
On the other hand, two interviewees provided negative and conditional reactions 
towards it, some of which are: 
“I didn‟t think it would work that way..we didn‟t train them to be a „yes man‟, 
what we want is a staff that have strong character, independent, but can 
contribute to think wisely” [Interview Nine] 
 
“By the way I didn‟t like that idea because we wouldn‟t be able to identify the 
real problem especially at the operational site. Yes...you can set up vision, 
mission etc, but the way we implement it is still questionable.... But, you want to 
do that, great, okay, then here‟s our target and if you can hit that target, I don‟t 
care if one person does it all...” [Interview Four] 
 
8.4.3 Inspirational Motivation 
Leader who demonstrates inspirational motivation normally combine it with the 
challenge to achieve an increasingly higher level of performance especially when 
communicating organisational vision (Sarros & Santora, 2001; Humphreys & Einstein, 
2003).  The issue of motivation was raised by two leaders. A couple of examples are as 
follows: 
“Err... in our case...we rely on the talents and expertise of others to help 
accomplish goals (I should admit that). This does not mean to say that tasks are 
assigned randomly; rather, the members' interests and abilities should be taken 
into consideration...and my principle is that everyone has something to 
contribute, even entry-level workers. In fact, those members of staff can offer a 
different and often valuable perspective on new problems and challenges the 
company may be facing....” [Interview One] 
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“emmm, there are a number of criteria. Motivating, getting best result.. 
Yes...being a leader someone needs to be motivated and be able to motivate their 
employees” [Interview Two] 
 
At the core, transformational leadership is characterised by organisational 
vision, encouraging followers, autonomy and working together with followers (Avolio 
& Bass, 2002). The majority of interviewees agreed that one of their roles is to 
communicate the vision. One of the leader‟s thoughts was: 
“Well...I think...errm...for me; a leader should have vision and are able to 
communicate it to those around them. This is something most leaders have to 
develop over time, but it is a skill and something we can learn. Workers like to 
be a part of things bigger than themselves and combined with a worthy purpose. 
As I mentioned earlier one of the characteristics of an effective leader... can 
help move people forward toward a goal.” [Interview Four] 
 
In relation to that, there was a mixed reaction from one interviewee as follows: 
“Okay...I think there is a setback here, when there is a mismatch between 
manager and staff. You expect people to work together, give them some 
autonomy...but you know..it‟s human nature, the culture, the race, it‟s all 
contributed to this setback...” [Interview Five] 
 
Two leaders have expressed their concern about encouraging followers in understanding 
the vision of organisation. 
“I think in some company the vision is not clearly defined and explained, it‟s the 
role of the leader to put this into reality, otherwise vision is just illusion...” 
[Interview Ten] 
 
“Do you expect them to understand? No, I don‟t think so...it‟s the responsibility 
of the leader, our ex-PM used to say „work with me‟...this is what we want... 
leader who can work with their team member...” [Interview Seven] 
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Interesting output revealed was from Interview Six, who highlighted the 
difference between working together and partnership, which related to leaders who 
employed inspirational motivation style. He mentioned:  
“okay..for example yeah...you can have smart partnership with your colleagues, 
or your staff, does it mean you are working together with them, sit with them, 
discuss with them...” 
 
According to Bass and Riggio (2006) leaders who employ inspirational 
motivation inspire and motivate followers to be involved in envisioning attractive goals 
and also demonstrate commitment to goals and the shared vision. One of the links found 
was the similarity between the characters of envisioning exciting new possibilities in 
inspirational motivation and constantly looking out for new experiences which is in line 
with Elkins and Keller‟s (2003) „think outside of the box‟ inspiration. The idea of 
thinking outside the box has been brought up by one informant: 
“As I mentioned just now, it has been emphasised by our Prime Minister that 
leaders in the GLCs should think „outside of the box‟. Being the backbone of the 
country‟s economic development...this is the character that every leader obliges 
to....” [Interview Five] 
 
Her emphasis was about vision: She pointed out: 
“ermm...what is common for a leader?...to create, inspire and to implement a 
vision..and I think a leader should learn on how to reinvent the company‟s 
vision...not to change or modify it but how to put into practice into himself and 
his followers throughout the organisation..” [Interview Four]  
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8.4.4 Intellectual Stimulation 
A leader who employed intellectual stimulation provide followers with a flow of 
challenging ideas, encourage creativity and novel approaches that result in followers 
conceptualizing and understanding problems in a different and rational manner (Bass, 
1999; Sarros & Santora, 2001; Humphreys & Einstein, 2003). In line with that, three 
leaders pointed out about encouraging creativity. One of them said: 
“....I think the very first thing is to realise that our workers, our employees or 
followers are the key player in the organisation. With their ideas, creativity, and 
enthusiasm has helped a lot in shaping the fortune of this company.” [Interview 
Five] 
 
An intellectually stimulating leader is aiming to show followers new 
perspectives of looking at old problems (Avolio, Waldman, & Einstein, 1988). One of 
them said: 
“One of the problem that I face is resistant to change, but what I did was try to 
look at old problems with new perspectives...I know it‟s very difficult because a 
lot of people in the company are the doers rather than thinkers...but we list out a 
few alternatives and how to overcome the problems..” [Interview Ten]   
 
  At the core, intellectual stimulation is characterized by creativity, careful 
problem-solving, decision-making, support and involvement (Avolio & Bass, 2002). 
Below is an example of the interviewee‟s thought:  
“I think the very first thing to do is give them opportunity to say, to voice out 
their ideas, to share their knowledge and experience... I believe more heads is 
better than one...so sharing of pertinent knowledge empowers others to help 
make good decisions.” [Interview Three] 
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However, one of the interviewees highlighted this conditional idea: 
“You have got to be able to back up a little bit and let people make mistakes, let 
them do it a different way, and let them do it their own way, experiment, and 
kind of let them think and give them freedom, even though this type of approach 
can be costly, in terms of mistakes that get made. But there‟s no real other way, 
I think, to accommodate human development...” [Interview Nine] 
 
One of the interviewees also mentioned non-traditional thinking. According to 
Bass (2005), a leader who demonstrates intellectual stimulation will question 
assumptions, traditions and beliefs and will stimulate others to new perspectives and 
ways of doing things. This means that leaders should have a combination of intellectual 
stimulation and intuition to deal with decision making. One of them said: 
“We try to get away from the traditional way of thinking...take your time!..wait 
and see!...no...no...it‟s not the time anymore..” [Interview Nine] 
 
The intellectual stimulation approach is when leaders support their followers to 
think about old problems in new ways. One leader interestingly highlighted the link 
between this approach and cognitive style. She commented that this occurs when the 
leader encourages addressing problems by using reasoning (intuition) and evidence. 
One of the comments given was: 
“I also understand that if I‟m going to be successful and effective as the leader 
of the company, I‟ve got to let the talented, experienced and energetic people I 
work with, be the leaders of their division or department, and I‟ve got to give 
them the autonomy to do good work. I hold them accountable for doing the 
work, but I let them do it their way...and try to address any problems with 
reasoning...not with unsupported opinions.” [Interview Four]  
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Three of the leaders interviewed mentioned being creative, having ideas and thinking 
(see Section 8.3.4). The collection of these comments was aligned with Bass and Riggio 
(2006: 28) as they stated:  
“Intellectual stimulation was judged present when superiors questioned 
assumptions, encouraged subordinates to employ intuition, entertained ideas 
that seemed unusual, created imaginative visions, asked subordinates to rework 
the same problems they thought they had solved, and saw unusual patterns.” 
 
8.4.5 Individualised Consideration 
  Leaders who apply „individualised consideration‟ recognize and value diversity 
while providing followers with opportunities for learning and development (Bass, 
2005). In line with Sarros and Santora (2001), three informants mentioned the role and 
contribution of followers. Two of them commented:  
“well...for me...personally...I would be happy to treat my subordinates as an 
individual...so that I‟d be able to concentrate to their development which include 
mental and spiritual development and identify their capabilities. Although it‟s a 
bit hard for me, well...they are my responsibility...so as long as make them 
happy and sincere to do their job...” [Interview Three] 
 
“This is interesting, because I think this is one of the reasons why this company 
implemented “a buddy system”...although they work as team, every person in 
the team is different..They‟ve got different needs, different purpose, different 
perspectives, and also different aims...maybe..so...the buddy system which lead 
by the team leader, normally one of the GM, will take care the worker‟s 
development.” [Interview One]  
 
  Another two interviewees highlighted that a follower as an individual, rather 
than just a member of a group, consider them as having unique needs, abilities, and 
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aspirations which is also aligned with Bass and Avolio (1997). A few examples are as 
follows: 
“...Quality is often more important than quantity and effective leader who 
recognises individual differences, individual needs, capabilities and 
competencies will understand this...” [Interview Five] 
 
“Additionally, in order to get best result leader should be someone who is expert 
in his/her field (know your stuff better)...and know your staff closely..” 
[Interview Two] 
  
  Another reaction was about Individualised Consideration and effectiveness. 
Interviewee six from the previous analyses has also put emphasis on individual 
differences and pointed out:  
“...being a leader...is about patience and indulgence to others...why don‟t we 
lend our ears to others...listen to them.....care about them...understand their 
need....”[Interview Six] 
 
8.4.6 Contingent Reward 
Leaders who use contingent reward provide rewards if followers perform in 
accordance with expected level of performance targets and provide constructive 
feedback to keep followers on task (Bass, 1985; Bass & Avolio, 1997). This approach is 
supposed to be less effective than the five transformational leadership approaches. 
However, it is being accepted in most of the GLCs although the interview shows a 
mixture of positive and negative responses. Three examples are as follows:  
 
“...what a wonderful thing to say...everybody loves reward and to be 
rewarded...the same we practice in this company. We have a few plans that 
arranged to deal with rewarding our staff especially those who work at the 
Chapter 8           Abdul Halim Busari 
 
236 
 
counter. For instance we select cashier of the month based on customer votes, 
then put up their picture so customer will see...apart from rewarding them 
monetary...” [Interview Seven] 
 
“...the problem with rewarding the staff is their perceptions of the leader or 
manager is not being equal...” [Interview Nine] 
 
“What we normally do is every three months we provide performance feedback 
and then them we‟ll be publicly rewarded.” [Interview Four] 
 
However for contingent reward, there was found to be a link between this 
approach and effectiveness. Three leaders have mentioned: 
“Yes of course...money always comes first...it‟s just how we balance it with 
other type of reward...not because we are in the banking sector...but this is 
always true... ” [Interview Nine] 
 
“What an interesting question...from my experience...I should say that reward, 
recognition, appreciation or whatever you name it...is a mirror of a great 
manager or leader....” [Interview Three] 
 
“well...it‟s hard to say that I prefer this more than this one...ehmmm....I would 
say 50-50 and again depends on the situation....Again role and position plays a 
significant role and influence. For me a leader at some point being a 
transactional leader when it comes to recognition, reward and appreciation..” 
[Interview Five]  
 
8.4.7 Management-by-exception Active 
Leaders who practise „management-by-exception active‟ will approach 
followers by routinely providing negative feedback because they only initiate contact 
with subordinates when problems or mistakes occur. This approach, the leaders will 
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monitor followers‟ performance focus attention on irregularities, mistakes, exceptions, 
and deviations from standards, look out for errors before they become more serious 
problems and direct attention towards failures to meet standards (Bass & Avolio, 1997). 
There is no example which could be drawn from the interviews as most of them do not 
deal with day-to-day operations. In fact most of them concentrate on the more important 
items such as shaping the company's future strategic course. 
  
8.4.8 Management-by-exception Passive 
Leaders who have „Management-by-exception Passive‟ only intervene after a 
problem has been identified or has occurred (Avolio & Bass, 2002). They are described 
as reacting to problems if they are serious, and show that they are firm believers in „if it 
ain‟t broke, don‟t fix it‟ (Bass & Avolio, 1997). Since most of the interviewees are 
among the top management team, therefore no examples could be revealed.  
 
8.4.9 Laissez-Faire 
Leaders who apply „Laissez-Faire‟ avoid accepting responsibilities, are absent 
when needed, fail to follow-up on requests for assistance, and resist expressing their 
views on important issues, and delay responding to urgent questions (Bass & Avolio, 
1997). Bass includes this as a category of non-leadership. Results from the analyses 
found that this style was not supported by any interviewees at all. Most of the 
interviewees expressed rejection of this type of leaders and those who have it, as seen in 
the following example: 
“..Well...I don‟t want to be bias in my statement...laissez-faire leader should not 
be called as a leader, and I believe none of us in this organisation have this kind 
of attitude...” [Interview Six] 
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“...uhh...being a leader is a responsibility and accountability...it is between your 
two shoulders...not to be misused...for me personally...It‟s not for the sake of 
self-satisfaction or self-esteem, but it‟s also for the sake of the Creator...if we 
sincere for the sake of God...we will get the reward not only in this world but 
also the hereafter.‟ [Interview Three] 
 
8.4.10 Commentary 
The Full Range Leadership Model is concerned to depict the whole range of 
leadership styles from non-leadership to the more transformational style. It can be stated 
that all 10 interviewees agreed to the concept of transformational leadership, in 
particular the 5I‟s. Intellectual stimulation and individualised consideration were 
believed to be the most effective within transformational leadership (Bass & Avolio, 
1997). The leader‟s comments indicate that most of the leaders have directly or 
indirectly mentioned these two approaches. Another approach that was found to be 
effective and favoured by the leaders was inspirational motivation. Only one 
interviewee commented that followers as individuals need to be listened to attentively 
and should be given opportunity to their development and capabilities.  
 
8.5 RESULTS OF INTERVIEWS: Cognitive Style 
The discussion of cognitive style was according to the Analysis-Intuition 
dimension. Initially level-one codes were 1) Analysis and 2) Intuition. All codes were 
directly adopted from the existing Allinson and Hayes‟ (1996) Cognitive Style theory. 
However, as analyses went along, four more level-two themes were identified: 1) 
Rational, 2) Logic 3) Holistic and 4) Sensing.  
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Starting with the concepts of cognitive style, either analytical or intuitive, all the 
informants appeared to share the opinion that both dimensions ware difficult to explain 
or define as such. However, it was somehow based on the way of collecting and 
organising information that makes every individual different. Interestingly, an informant 
of Interview Eight who had a background in psychology and human development 
pointed out his view of cognitive style: 
“ooo..it has been long time ago...and now I think it‟s time for me to refresh those 
term again...yes ...it‟s the way you think, how you collect, manage and synthesize 
information around you, that lead you to a decision...” 
 
 
In discussing both of these themes, surprisingly, the majority of the leaders 
interviewed were not clearly aware of what cognitive style is. Either the term had not 
been popularly used among GLCs compared to Emotional Intelligent (IQ) and 
Personality Test as mentioned by leaders in Interview Three, Six, Seven and Nine 
respectively or they were not sure of the other term that was being used. A Leader in 
Interview Three commented when referring to the Cognitive Style: 
“I am not sure about this, about this left or right brainer. What we had is mostly 
on personality and IQ...” 
 
Two informants (Leader Four and Six), suggested one reason for their own lack 
of knowledge about cognitive style was that the term was not collectively being used to 
measure thinking style in the GLCs. This was an interesting comment from them as 
they had been in the leadership position for over 6 years. 
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The discussion below is according to the two level-one codes, and four level two codes.  
8.5.1 Analysis 
Analysis is a characteristic of the left brain orientation. Leaders who adopt this 
style refer to judgements based on mental reasoning and a focus on detail. In the 
organisational context, analysts prefer a structured approach to solving problems and 
decision-making and tend to use systematic methods of investigation, recall verbal 
material most readily and are especially comfortable with ideas requiring step-by-step 
analysis (Allinson, Armstrong & Hayes, 2001). The characterisations and emphasis 
provided in being analytical leaders were however, varied in interviews.  
“ummm...in my case I run through every single details that related to the 
problems/case/decision whatever you call it, then if need assistance or second 
opinion I‟ll call for urgent meeting so that we can decide collectively...” 
[Interview Two] 
 
“Personally...I would go into detail and step by step approach when dealing 
with whatever matters.” [Interview Six] 
 
“Although some people don‟t like routine work, however the nature of people in 
banking, the priority is to use the rational routine thinking then when it needs 
adjustments gut feeling will be considered.” [Interview Nine] 
 
Analysis style was also mentioned in relation to transformational leadership 
approaches. Two leaders commented: 
“let me ask you something...do you expect you‟ll be respected by your 
subordinate if you always being impulsive..I mean..ok you do this..you do 
that..and bla ...bla..without proper arrangement...no I don‟t think so? [Interview 
Nine]  
 
“Try put yourself in the followers‟ shoes ...then you‟ll know why your staff don‟t 
talk about you or never talk about your goodness...” [Interview Six] 
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As the interview sessions went on, a few more questions regarding employing 
the style were discussed. Several themes emerged from the findings. These included 
holistic, sensing, rational, and logic. These sub-sections examine rational and logic 
under „Analysis‟ and the following sub-section describes holistic and sensing under 
„Intuition‟ by giving some examples of the interviews. 
8.5.1.1 Rational 
The first item of level-two theme emerging from Analysis discussion is 
Rational. This is in line with Hodgkinson and Sadler-Smith (2003). Leaders who 
employed this style were mostly objective and looking for verifiable evidence, 
empirical data, and employed the deduction process in formulating a decision which 
was the norm in many decisions (Sadler-Smith & Shefy, 2004). One leader pointed out 
his negative feeling about rationality as: 
“I don‟t think this rational way of thinking would help. I mean this would take 
longer, because you have to go into detail...” [Interview Five] 
 
Two leaders associated analysis as rational thinkers as they tried to explain what 
they understood about cognitive style. They believe that rational thinking has an 
important symbolic aspect in helping them making decisions, especially when dealing 
with strategic decisions. Furthermore, another two leaders agreed that leaders, who 
planned and decided rationally, will develop the insights in more detail. 
 
8.5.1.2 Logic 
The second level-two item identified under Analysis dimension was Logic. The 
issue of logical thinking style has been highlighted by three leaders who regarded this 
type or way of thinking as an important part in the strategy of development and 
marketing. A couple of examples as below: 
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“well...this is definitely interesting. I would call this as logic yeah...we deal with 
financial market, which always fluctuate, this is real world, need to go into 
detail, and look at the past experience...” [Interview Four] 
 
“..one of the things I particularly like is that the way we carry out our decision 
in this company. You have a lot of things to do and decide, but we never jump 
into conclusion, that‟s the principle...think as logic as possible...” [Interview 
Six] 
 
8.5.2 Intuition 
Intuition is a characteristic of the right brain orientation. Leaders who 
implemented this style refer to immediate judgements based on feelings and the 
adoption of a holistic approach. In the organisational context, intuitivist prefer open-
minded approaches to solving problems and decision making, rely on random methods 
of exploration, tend to be non-conformist, remembering spatial images most easily, and 
work best with ideas which require overall assessment (Allinson & Hayes, 1996). 
According to Andersen (2000), intuition plays an important role in effective 
management and leadership. It suggests that intuition in cognitive style may drive 
people to top performance which reflects effectiveness in organisation (Goleman, 
1998). However, responses, characterisations and emphasis from the interviews vary. 
The analyses of the interviews identified five leaders who showed more favour towards 
intuition and were most likely to have implemented the style. These are outlined below. 
 “As I told you earlier...uncertainty environment... we have to make decisions 
with the information we have...so limited...yes... Sometimes we have to take a 
gamble...” [Interview Eight] 
 
“Well, gut feeling make you a much more effective decision maker, especially 
when you deal with non-standard situations.” [Interview Three] 
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“Errmm... sometime you do not know exactly how and where you got them...Like 
creativity, intuitive inspiration often happens when someone virtually fuses in an 
activity.” [Interview Four] 
“In this division we encourage ideas...especially new and challenging ideas...we 
want people not only come up with ideas, like new design, new shape, and 
robustness of new model...and we want them to express the ideas... [Interview 
Five] 
 
“Basically, we are in a high-pressure industry, we have certain deadline, and 
thorough analysis would not help for decision making...environment out there is 
always rapidly changing...we don‟t have time to follow regular pattern or stick 
to the same technique...we must creative and flexible..” [Interview Seven] 
 
“Did I follow my instinct? Hahaha...absolutely... especially when you deal with 
human... I mean the workers...They are the valuable resources” [Interview 
Three] 
 
“But in some urgent case, some decision needs to be done faster.... sometimes 
people don‟t really have their time and concentration on so many things, so that 
I back to our judgment, intuitive solution to deal with some work related matters 
I guess” [Interview Two] 
 
As mentioned above, several themes emerged in the discussion about intuition 
cognitive style; however the most highlighted was holistic and sensing. Therefore the 
discussion of the theme emerged from intuition will focus on these two themes. 
 
8.5.2.1 Holistic 
This theme is in line with Mintzberg (1991) who pointed out that seeing thing in 
a holistic way is part of strategic thinking. Three leaders involved in this interview 
mentioned the holistic insight they adopted in detailing their decision making and 
thinking style process. They suggested that a holistic way of thinking allowed them look 
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at one issue in a broader context. One of them argues that the holistic look is a process 
where intuition plays a major role. The holistic way involves a particular problem, 
followed by a period of sorting, in which the problem is not consciously considered, and 
then the arrival of an intuitive notion as the solution to the problem. In his view, leaders 
in Interview Nine, intuitive ideas by holistic view typically arrive “lightning fast”. 
 
Interestingly, one informant pointed out her view of holistic, as she refers to 
seeing a small issue in a big context. She mentioned: 
“for me...don‟t look it small, but put it into bigger context, see it holistically, 
you‟ll get this feeling and thoughts that by doing it like this you get it 
right...although it‟s a challenge...” [Interview Seven] 
 
Another interesting view was about holistic impression which normally leads 
them to make a decision. Two leaders commented: 
“errr...it‟s not easy though, but this feeling normally comes...holistic impression 
of the candidate...” [Interview Five] 
 
“which one do you choose...the fact and experiences from the CVs, or get bigger 
picture and go for more holistic approach...ahaa..I think this is the 
one...”[Interview One] 
 
8.5.2.2 Sensing 
Another theme that was identified to support the intuition dimension was 
“sensing” which has been talked through by quite a number of leaders in describing 
their decision-making processes. Two leaders pointed out their views: 
“ehem...in making decision sometime it just happens to me and this is how it 
is...I just feel that this is what should be done...then I sense that I realise that this 
is what I will do..it just happens somehow as an inner thinking...” [Interview 
Three] 
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“well...you never realise that you are practicing these particular style, so 
without knowing, at some point we just start to sense...then at the end you‟ll look 
back, fuhhh...luckily I chose this way...you know ..some kind of release...” 
[Interview Five] 
 
Leader in Interview Five further shared his experience about sensing, as he is 
one of the people responsible for Human Resources and is involved in recruitment and 
selection. He further emphasized that in recruiting new staff he needs more sensing than 
a bundle of certificates from the candidates. He commented: “the minute this candidate 
entered the interview room, I just start to sense that this fellow is the suitable candidate 
for this position...” 
 
8.5.3 Commentary 
Cognitive style in this research investigated the Analysis and Intuition 
dimensions. An analysis yielded categories or themes under these two dimensions. 
Under Analysis dimension, rational and logic were mentioned the most by the 
interviewees in elaborating Analysis, whilst holistic and sensing were mostly mentioned 
to expressed Intuition. It can be stated that all 10 interviewees noticed that both 
dimensions of intuitive and analytical be present in decision making. Most of the 
leaders support the idea that analysis can play a supportive role by helping to evaluate 
the consequence of the decision. However, the content analyses found that the concept 
of intuition depicts that most of the informants thought it was a valid and valuable 
approach to leadership effectiveness. One of the interviewees has expressed his thought 
about decision making and in some way related to both analytical and intuitive leaders 
when he was asked to wrap up the interview session. He said:  
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“...you can‟t stop people or leader to study every single part of every single 
thing otherwise you‟ll never get to make a decision,”... “You have to make a 
decision, even though it is the wrong decision”. [Interview Eight] 
 
The findings from the template and content analysis of the interviews support 
the CSI findings in chapter 6, demonstrating that leaders do indeed use their analysis 
and intuition cognitive style in making decisions. However, not all the elements that 
were considered important to intuition or analysis cognitive style were evidenced in the 
content analysis.  
 
8.6 SUMMARY OF THE TEN INTERVIEW SESSIONS 
 
 In the discussion of leadership effectiveness, Informant One suggests that 
leadership effectiveness is something to do with role modelling (Section 8.3.7). Apart 
from that he also mentioned one of the characteristics of being an effective leader is to 
convince followers in order to achieve organisational mission and vision (Section 
8.3.1). In discussing cognitive style, Informant One, a leader in charge of corporate 
affairs highlighted the issue of individual differences. In discussing individualise 
consideration, for him everyone is different, and an effective leader recognises those 
differences (Section 8.4.5). In his opinion of inspirational motivation, he mentioned that 
everyone has something to contribute in implementing organisational vision (Section 
8.4.3). Lastly, inculcating values and norms are considered as successful leaders 
according to Informant One (Section 8.4.1). 
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 Interviewee Two states he was particularly interested in talking about followers 
as human beings (Section 8.3.2). An effective leader has to learn to understand their 
feelings, apart from setting a coherent goal as a first task (Section 8.3.1). The informant 
also emphasized good balance between personal and organisational matters, as for him, 
managing individual or collective attitudes and behaviour including general resistance, 
is a huge challenge for leadership effectiveness (Section 8.3.4). He also talked about 
imaginative leaders as part of effectiveness in order to embark the organisational 
mission and vision (Section 8.3.5). Informant Two has mentioned the motivated leader 
and being able to motivate others as a criterion of transformational leaders (Section 
8.4.3). One interesting point highlighted by this informant was that a leader must be 
expert in their area or field (Section 8.4.5). Informant two emphasized details, however, 
second opinion and collective decision making was still in place (Section 8.5.1).  
 
 Informant Three, on the other hand, who had lot to share, described the process 
of setting aims when she was appointed as leader (Section 8.3.1). She also introduced a 
group cohesion programme in order to be recognised as a caring and effective leader 
(Section 8.3.3). Interestingly she also highlighted being an exemplary leader who must 
be able to perform and practise what they talked about and prove that an effective leader 
will always be favoured by the team members (Section 8.3.7). In discussing the topic of 
intellectual stimulation, Informant Three pointed out that followers must be given 
opportunity to share their opinion and ideas (Section 8.4.4). This leader also highlighted 
that followers as individuals and leaders must recognise their contribution to help their 
development (Section 8.4.5). She also mentioned great reward, and that recognition is a 
mirror of a great leader whilst discussing contingent reward (Section 8.4.6). Finally, for 
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her, leadership is not only in the organisational context, but beyond the boundary of the 
organisational building (Section 8.4.9). Informant Three highlighted that decision 
making was dependent on the situation. Her point was some decisions were quick, 
whilst some needed to go into details. In discussing intuition, this informant once again 
stressed situation, and from the interview it appears she is among the leaders that 
practise intuitive thinking the most. Although at one time she also stressed step-by-step 
and going into detail before making a decision. (Section 8.5.2.2) 
 
 Interviewee four highlighted the concept of „learn, unlearn and relearn‟ (Section 
8.3.6). For her, the definition of effectiveness is about a leader who is always ready to 
learn. Therefore, she was really concerned about followers‟ capability to understand 
aims or organisational mission (Section 8.3.1) unless it was delivered properly by the 
leaders. In relation to that, one question focused on by this leader was about providing 
followers with some preferred view of the future (Section 8.3.5). Ethical issue has been 
the focus of discussion by Informant Four as she focused on great intention and purpose 
(Section 8.4.1) which falls under idealised influence attributed. One of her concerns 
was that implementation of vision is questionable unless the leader is really committed 
(Section 8.4.2). In addition, this leader believes that the transformational leader must be 
able to communicate the vision and help move people toward a goal, therefore she 
emphasized putting it into practice (Section 8.4.3) and by giving followers some 
autonomy in decision making (Section 8.4.4). Informant Four explained logical 
thinking, especially in the financial market (Section 8.5.1.2), however appears to 
practise intuitive thinking (Section 8.5.2) as she concluded the interview by showing a 
mixed way of thinking between analytical and intuitive. 
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 The choice between „doing the right things or doing the things right‟, was the 
highlight of Interview Five (Section 8.3.6). This particular informant also talked about 
an effective leader playing a role as catalyst (Section 8.3.3). In addition, open concepts 
were discussed together with his emphasis on role model as a secret element of 
leadership effectiveness (Section 8.3.7).  Leader in Interview Five highlighted post-
mortem and SWOT analyses as part of their programme. Most of the time the informant 
also talked about values and belief (Section 8.4.2). This particular informant also 
disclosed the setback of communicating organisational vision due to multiracial and 
multicultural workers. He also highlighted the issue of „thinking out of the box‟ 
(Section 8.4.3). Interview Five obviously refused the long way in decision making 
(Section 8.5.1.1). In addition, this informant emphasized autonomy, encouraging 
creativity, and freedom to express ideas (Section 8.5.2.2). His involvement in human 
resource recruitment and selection contributed and shaped the way he thinks. 
 
 Interview six was the longest interview session, and highlighted lists of 
characters of effective leaders. Firstly, this informant draws on aspects of followers‟ 
attitudes when he talked about good listeners (Section 8.3.2). Then he moved on to 
balance (Section 8.3.4), visionary (Section 8.3.5), and role model (Section 8.3.7). He 
also listed characteristics of leadership effectiveness. The second on his list was a leader 
who is able to appreciate their followers (Section 8.3.8). Informant Six pointed out 
about creating a norm (Section 8.4.1) and suggests that transformational leaders must be 
a role model. In addition, he also emphasized individual differences (Section 8.4.5) and 
learning how to understand and listen to others. For him, there is no room for laissez-
faire (Section 8.4.9) 
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  A major issue related to leadership effectiveness that was highlighted by 
Informant Seven was about Malay culture, which leads him to often come up with the 
old Malay proverbs in discussing and comparing leadership effectiveness. She 
mentioned about how it was dangerous being a leader without a vision and direction 
(Section 8.3.5). In addition, she also talked about role model leader (Section 8.3.7) and 
more importantly one characters of effective leader is putting the aim into practice 
(Section 8.3.1). Leader of interview seven emphasized human capital that contributes to 
the organisational mission (Section 8.4.2). For her, transformational leaders are those 
who can work with their team members (Section 8.4.3). Apart from that, this informant 
also talked about recognition and reward (Section 8.4.6) 
 
 Informant Eight, one of the most senior leaders interviewed, shared his previous 
experience in discussing leadership effectiveness. One of the issues highlighted was the 
relationship between leaders and followers that lead to either a positive or negative 
followers‟ perception towards their leader (Section 8.3.2).  Given that the effects of 
group processes are not always immediate or obvious, he suggests leaders must be 
consistent in decision-making and must be able to make each team member feel 
important to be involved in the decision making process (Section 8.3.3. Informant eight 
stressed the importance of followers‟ feelings, and described the characters of 
transformational leaders as when staff feels proud to be under someone‟s leadership 
(Section 8.4.1). Someone who can create an atmosphere of joy in the workplace is 
considered as transformational according to this informant (Section 8.4.2). 
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 An important finding about leader‟s perception of leadership effectiveness was 
about followers‟ commitment in carrying out a given task. This has been highlighted by 
the leader of interview nine (Section 8.3.2). He was among the leaders who pointed out 
that rewarding team members and leaders with positive mental attitude are categorised 
as effective (Section 8.3.8). Interview nine described the importance of influence 
(Section 8.4.1). For this informant monetary reward is important for rewarding people. 
Informant ten on the other hand, is concerned about unclear and undelivered vision. For 
him, transformational leaders must always look for new ways of solving problems 
(Section 8.4.4). 
 
Finally, informants six, seven, eight, nine and ten commented that both 
analytical and intuitive styles are based on their experience and surrounding. At one 
time, informant eight highlighted uncertainty in the environment that lead him to make 
quick decisions, whilst informant seven stressed seeing every problem holistically and 
emphasized leaders should be able to understand and scan the environment. Informant 
ten similarly focused the discussion on situation and environment. Finally, interview ten 
draw attentions to first impression and balance (Section 8.3.4) as part of leadership 
effectiveness. More discussions in accordance with the research questions about the link 
between leadership approaches with leadership effectiveness and cognitive style are 
presented in the following discussion section (Section 8.7). 
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8.7 DISCUSSIONS OF RESEARCH QUESTIONS 
Having presented the results of 10 interviews, it is now time to discuss the 
overall findings from the interviews in accordance with the six specified research 
questions addressed. 
RQ7 – What are the perceptions of the Malaysian GLC‟s leaders regarding leadership 
effectiveness? 
 This particular question investigated the perceptions of the leaders regarding 
leadership effectiveness. Concerning this question, this section is the extension of 
Section 8.3.9. The informants from Malaysian GLCs provided various insights to 
leadership effectiveness and endorsed a few more characteristics of being an effective 
leader. Apart from aims, followers‟ attitude and group processes that had been pre-set 
before the interview, the results of analyses revealed five more themes namely balance, 
visionary, learning, role model and appreciative. The listing provided by the informants 
basically refers to personal characteristics similar to those in past studies such as 
provided by Stogdill (1974), and Bass (1990). 
 
 Interview results suggest Malaysian GLC‟s leader recognised the characteristics 
of leadership effectiveness that have been pointed out by Yukl (2002). The majority of 
them have mentioned achieving professional aims, accomplishing organisational and 
unit goals, attitude of followers towards the leaders and the leader‟s contribution to the 
quality of the group process. However, in addition to that finding, it is also possible that 
the Malaysian culture and religious orientation have a significance influence on the 
results of this study. The emerging themes such as balance and role model are 
characteristics of cultural and religious influence which obviously helped leaders to be 
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seen as effective. It has been proven that Malaysian leadership practice has been 
repeated and found to be effected by cultural and religious values (see Hofstede, 1980; 
Kennedy & Mansor, 2000, Hamzah, Ahmad Saufi & Wafa, 2000). Some of the GLCs 
involved are known as the Islamic orientation organisations, which inculcating and 
implementing Islamic values, balance and role model were perceived positively by 
most informants. In fact, the concept of spirituality in the workplace would generate a 
great deal of interest in studying leadership effectiveness (Abdul Ghani Kanesan 
Abdullah, Nasir Jamil Alzaidiyeen & Intsar Turki Aldaraabah, 2009).  
 
 One important highlight of this research found from the interviews is that 
followers are in a unique position to assess leadership effectiveness (Hogan, 1994). It 
was observed that the perceptions of leaders headed towards recognising the role of 
followers in the organisation as someone that must be served professionally. It suggests 
that in determining leadership effectiveness, leadership and followership was 
interdependent (Hollander, 1992). The finding corresponds with the outcome of Dvir 
and Shamir (2003) study, indicating that a more balanced approach to the study of 
leadership that incorporating the roles of followers. 
 
 Overall, most of the informants talked about a common definition of leadership 
effectiveness. It can be summarised that some of the emerging themes revealed from the 
interviews somehow were partly covered in Bass and Avolio‟s (1997) transformational 
and transactional leadership model. These occurrences create a suitable atmosphere for 
leaders whether adopting transformational or transactional leadership approaches, so 
they can easily assessed as effective. 
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RQ8 – What are the perceptions of the Malaysian GLC‟s leaders regarding 
transformational and transactional leadership approaches? 
 The second research question examined the leader‟s perception towards 
leadership approaches. The informants from Malaysian GLCs provided various insights 
regarding leadership approaches. The concepts of 5I‟s of transformational leadership 
have been discussed intensively by all informants. In addition, the concept of contingent 
reward of transactional leadership also mentioned by some leaders.  However not all 
concepts have been touched one-by-one by the leaders, as interviews and analyses went 
along, the results have been categorised under the respective concepts according to the 
respective informants.  
 
 The majority of the leaders have mentioned value, belief, mission and vision and 
role model when discussing transformational leadership and effectiveness. These 
characters are in line with idealised influence, individualised consideration and 
intellectual stimulation. Lowe et al., (1996) in their meta-analytic review of the MLQ 
literature found that idealised influence, individualised consideration and intellectual 
stimulation have generally reported had significant relationships with leadership 
effectiveness. Although the results show a mixture of positive and negative responses, 
contingent reward has been also linked to effectiveness. A study by Singer (1985) 
found a strong positive correlation between contingent reward and effectiveness. 
Another significant result was that Laissez-faire was not supported by the leaders. For 
them, this represents a non-transaction and most ineffective (Bass, 1998) 
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RQ9 - What are the perceptions of the Malaysian GLC‟s leaders regarding analysis and 
intuition cognitive style? 
Although the majority of the leaders interviewed, were not clearly aware of what 
cognitive style is, the results of the interviews were still encouraging. The informants 
from Malaysian GLCs provided various insights to cognitive style although for some of 
them the term is still new compared to IQ or personality tests. As the interviews went 
along a few more characteristics of analysis and intuition have been revealed. Apart 
from analysis and intuition that had been pre-set before the interview, the results 
yielded four more themes namely rational and logic examined under analysis, whilst 
holistic and sensing were examined under intuition. 
 
Most of the leaders noticed that both analysis and intuition be present in their 
decision making process. The results of content analyses show, that leaders who found 
to be transformational in their leadership approach, are more intuitive. They tend to 
make decision on the basis of “gut-feeling”.  
 
Overall, the results of the content analyses found that intuition and the two 
emerging themes represent the most of the informant thoughts. The informants are 
involved in the major business and industry that facing with challenges. Prior research 
shows that individual who prefer an intuitive decision-making are also inclined to an 
active work environment that offer new experiences and provide opportunities for 
relationship (Allinson & Hayes, 1996; Hayes and Allinson, 1994).  
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RQ10 – Which leadership approach is more preferable among the Malaysian GLC‟s 
leaders to determine leadership effectiveness? 
From the results, it was obvious that transformational leadership was believed to 
be more preferable compared to transactional leadership. From the above comments it 
shows that almost all approaches in transformational leadership were being discussed 
and implemented by the interviewees or suggested to be implemented in order for a 
leader to be identified as effective. Finally it must be emphasised that management-by-
exception, either active or passive is not in the leader‟s heart. It was shown that there 
were no leaders who came up with the ideas of being a last-minute-decider and not one 
of them implemented a „wait and see‟ style as they see these as not effective. Apart 
from the above two approaches, idealised influence attributed and behaviour 
respectively were also indirectly being discussed enthusiastically by some of the 
leaders. The leader with this approach provides vision and a sense of purpose. 
Consequently they will elicit respect, trust, and confidence from followers. Some 
leaders learn leadership skills through intuition. This thought was in line with Rowan‟s 
(1986) proposition that the skills or approach is from knowledge gained without rational 
thought. From the comments there was also a link found between this approach and 
intuition. Some of the interviewees mentioned: 
“I think...yes..in some circumstances we want spontaneous leader, it‟s a 
contingency, short notice, limited resources, uncertainty consequences and etc” 
[Interview One] 
 
 “yup..that‟s how we deal with the problems...Take a stand on difficult issues 
without forgetting the moral consequences.” [Interview Seven] 
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“in the organisation, everything sometime is unpredictable..the environment, the 
economy, the human resources (the leaders and the staff), so sometime we also 
unpredictable in decision making.. try to avoid a regular routine..yes it‟s 
happened” [Interview Ten] 
 
 “the minute we talk about values and beliefs, it reminds me of „niyyat‟ -original 
intention why we are here... I can say I rely on my experience, my intention, my 
values and my beliefs and my instinct is informed by all of those things” 
[Interview Five] 
 
Idealised influence behaviour and Intellectual stimulation were among the important 
concepts that were emphasized and discussed in relation to leadership effectiveness. In 
addition, the majority of the leaders support the idea of contingent reward, the only 
concept of transactional leadership which they link this concept to leadership 
effectiveness. None of them actually mentioned the concept of „Management-by-
Exception‟. Most of the leaders rejected the Laissez-faire approach and every one of 
them agreed this passive avoidant style is not effective at all.  
 
The results of the interviews seem to be contrary with results of regression 
analysis in Chapter 7 (Section 7.5.4). Based on the quantitative results, from the leader‟s 
perspective, it shows that management-by-exception active of transactional leadership 
has a strong positive impact on leadership effectiveness.  
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 RQ11 - Which cognitive style more preferable among the Malaysian GLC‟s leaders to 
determine leadership effectiveness? 
Although there were some debates between those two styles, from the analyses it 
seems that intuitive style was seen to be closely associated with leadership 
effectiveness. Intuition has been described as a holistic approach to decision making. 
According to Dane and Pratt (2007) the holistic and associative properties of intuition 
may help to integrate the disparate elements of an ill-defined, or judgmental, problem 
into a coherent perception of how to proceed. Interviewee seven mentioned 
environment, whilst interviewee two emphasized human perspective, showing these 
elements to be the most significant aspects in intuitive decision making. One common 
thing is the language being used in the interview to describe intuition. Some 
interviewees refer to intuition as „instinct‟, whilst some of them express it as „gut 
feelings‟. In short, it is the perception of reality in which the intuitive knows, but does 
not know how he knows (Clark, 1973). All these terms are synonymous with the 
concept of intuition.  
 
At some point, two of the informants saw that being „analytical‟ as a 
contributing factor to leadership effectiveness. Some examples are given below: 
“What we want is quality...in some company...managers are often forced to 
make decisions in a short space of time, choosing from multiple alternatives they 
have not encountered before. Many problems they face are unprecedented and 
ambiguous as well, and sadly....there is often not enough information on which 
to base a decision. For me this is unfair...so...well-plan and not diving to the 
deep end..I believe will make a leader more effective and respected”. [Interview 
One] 
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In contrary to the above statement, two interviewees were keen about Analysis style: 
“I can‟t imagine you want your staff to be creative, to be innovative, don‟ you 
think all these are time consuming...then how do you expect someone can be 
spontaneous....?” [Interview One] 
 
“uhh..I thought when you are promoting thinking out of the box that is the 
beginning of careful step by step analysis of the problem and challenges..so..I 
bet someone will come up with unique solution...” [Interview Six] 
 
A few commentaries appear to be playing safe by not indicating which style is 
better in helping them in making decisions. Some of the examples are: 
“For me there is no preference. Again it‟s depending on the situation. Although 
I should categorise myself into analytical leader, since it‟s the thing that I did 
more rather than oh ok, this is it, very spontaneous.” [Interview Two] 
 
“Don‟t you think it‟s gonna be better if we have someone who are very careful, 
step by step, but at the same time use their emotion and feeling to 
judge...yeah..no pain no gain...” [Interview Four] 
 
In contrast, there was one reaction about Analysis and effectiveness: 
“what‟s wrong with taking your time, as long as it‟s successful...” [Interview 
Seven] 
 
Another finding in both of the dimensions is harmonizing with each other. A few 
examples of interview comments explained this: 
 
“What if you don‟t have intuition? You mean always follow the „book‟? I don‟t 
think a leader can manage effectively” [Interview Four] 
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“Why we should have a leader/manager? ..leaders should be able to understand 
the situation, the complexity of the decision, yeah..sometime it comes like wind 
very fast..ohh i see or ahha..something like that..when you feel emmm this is 
right” [Interview Seven] 
 
However one leader gave a negative response towards intuition: 
“follow your instinct?..again, its... depends... I still remember.... the greatest 
mistakes I have ever made when I interviewed someone who looked right on 
paper but finally didn‟t  feel quite right” [Interview Three] 
 
However, the element that was not being asked in the CSI, is the leader‟s feeling 
towards a decision, which leads to the question of whether the decision is „doing the 
right thing‟ or „doing the things right‟. According to Kouzes and Posner (2000) 
effectiveness for leaders is doing the right things. Therefore this was accounted for 
during the interview process. In accordance of this, one interviewee highlighted the idea 
of justification:  
“Yes it does. Sometime we do not know whether the decision that we made is 
negative or positive. It might be positive to us but negative to others and vice 
versa. So after all it gives me the effect of being assessed as nice or rude which 
in other words being effective or ineffective. This is again, I should emphasize is 
about justification, result and the means.” [Inteview Two]  
 
In contrast, one interviewee commentary was about mixed thoughts about being an 
analytical and intuitive leader. One of the interviewees suggested, being intuitive but 
analytical, trying to be balanced about the process and the outcome. She explained:  
“Well, for me it‟s depending on the situation, sometime we need to be very 
careful before we make any decision, at some other point of time we may need to 
have a quick decision. For me personally there is an element of accountability, 
driven by your experience, consequence of the decision and others might feel. As 
I said about balance, you need to convince your boss, you also must realise the 
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problem, is all about achieving, for some the process is not important. If you are 
business manager intuitive is more important. But for me if you are analytical, it 
does just justify the means which for them the means is so important rather than 
the process.” [Interview Three] 
 
A number of leaders responded that Analysis style was in place in their decision 
making. They pointed out: 
“It‟s the matter of time I think...Neither wrong nor right...but making sure 
you‟re cognisant of that..slow and steady if you think it‟s help, rather than fast, 
unorganised but not effective..” [Interview Two] 
 
“...ermm..I try to let them know, that I am not rigid, but in contrast I am also 
can get on with things...” [Interview Seven]  
 
Fisher, Ury and Patton (1991) commented that intuition allows leaders to think 
on their feet and to make decisions effectively and efficiently. Some of the comments in 
the interviews were well-suited with Khatri and Ng (2000) findings that, during times of 
environmental uncertainty, the use of intuitive decision-making among executives 
results in greater organisational performance. 
 
Most of the comments given were contradictory to Allinson and Hayes‟ (1996) 
original work, who argued analysis and intuition are on the same continuum, which 
suggests that those who stay on the lower intuition should have higher analysis and vice 
versa. However, this was not the evident from the interviews. Even though the leaders 
were not totally rejecting analytical perspectives, it seems that some of them did not 
favour this type of cognitive style. This finding has long been discussed when Pirsig 
(1974: 196) stated that, in some instances, analysis may prevent people from “seeing the 
obvious”. 
Chapter 8           Abdul Halim Busari 
 
262 
 
RQ12 - Are there any common criteria about leadership effectiveness found from the 
new LEQ and MLQ? 
Overall, the content analyses identified five more themes which not covered in 
the LEQ namely, balance, visionary, learning, role model, and appreciative.  
 
The term appreciative was mainly emphasized on reward system, appreciation 
and recognition. Four of the leaders interviewed have mentioned reward and recognition 
(see discussion in Section 8.3.8) in a positive way, whilst others described this criterion 
in a conditional way. According to one informant appreciation in monetary or non-
monetary terms is a mirror of leadership effectiveness. Similarly, in the MLQ, reward 
has been talked about explicitly by a number of leaders indicating the importance of the 
element. Containing an almost similar concept to contingent reward, appreciative was 
defined under the discussion of leadership effectiveness. 
 
Role model and visionary were identified in interviews as characteristics of 
leadership effectiveness based on the frequency these terms were being mentioned by 
the informants. These two themes appear to be associated with idealised influence and 
inspirational motivation respectively.  
 
Finally, balance was identified as one of the important themes that should be 
included in the future conceptual model, which will be explained in the following 
chapter. The element of balance between professional and personal, the reminder 
between balance in the world and the hereafter, and the focus of balance between the 
good and the bad, in term of spirituality and from the religious perspective, should be 
included in the future conceptual model.  
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8.8 CHAPTER SUMMARY 
 This chapter has detailed the results of 10 semi-structured interviews, discussed 
the findings in accordance with the six research questions and compared and matched 
the findings with the quantitative findings from the previous chapter. Overall, the 
findings from RQ7, RQ8 RQ9, RQ10, RQ11, and RQ12 were discussed and emergent 
thinking on support to the existing theory and model were brought out. Quantitative 
assessments of leadership effectiveness, transformational and transactional leadership 
approaches and cognitive style was obtained to clarify the discussions, and provide 
additional data to match and compare the qualitative findings. Although a quantitative 
survey can test the insight and understanding by articulated analysis, a qualitative 
research may provide new insights and intuitive understanding, ad it is possible that 
those insights and understandings may be idiosyncratic or coloured by preconceptions.  
 In addition, the results of the hybrid between transformational and transactional 
leadership approaches was also recognised, especially the link between individualised 
consideration and contingent reward that determines leadership effectiveness. Bass 
(1985) in his original work conceptualised that these two approaches are lying along a 
continuum, with the transformational approach being the result of enhancing and 
elevating the effects of the transactional approach. Similarly, the interaction between 
analysis and intuition dimension was also revealed. Allinson and Hayes‟ (1996) original 
work argued that these two dimensions are on the same continuum, which they believe 
that cognitive style is unitary. However, the findings from the interviews seem to be 
corresponding to Hodgkinson and Sadler-Smith‟s (2003) argument that analysis and 
intuitive style should not be placed on the same continuum.  
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CHAPTER 9 
SUMMARY AND CONCLUSIONS 
Figure 9.1 Thesis Topic Chain 
 
 
 
 
 
 
9.1 INTRODUCTION 
The above chapters have presented research which investigated the relationship 
between the Full Range leadership model, cognitive styles and leadership effectiveness. 
The previous chapters also highlighted the used of the MLQ; the CSI and newly 
developed self-report questionnaire, LEQ. This final chapter provides an overall 
summary and conclusion of this thesis. The chapter begins by presenting a summary of 
the research process (Section 9.2). It is then followed by a summary of the outcomes 
and findings according to the research questions with an additional highlight of the 
newly developed questionnaire, LEQ (Section 9.3). The contributions of the study are 
then considered (Section 9.4). The limitations of the study (Section 9.5) and 
propositions for future research (Section 9.6) are described. Concluding remarks are 
given in Section 9.7 
 
9.2 RESEARCH SUMMARY 
 
The study was divided into two stages: a quantitative questionnaire survey 
(Stage 1) and semi-structured interviews (Stage 2), which are summarised below. 
Chapter One 
Introduction 
Introduction 
 
Chapter Two 
Literature Review: Leadership 
Effectiveness & Followership 
 
Chapter Three 
Cognitive Style 
  
 
Chapter Four 
Research Design 
  
 
Chapter Six 
Analysis and 
Result- Survey 
 
 
Chapter Five 
Research Methods 
Research 
Methods 
 
Chapter Nine 
Summary and 
Conclusions 
 
Conclusions 
  
 
Chapter Eight 
 Analysis and Result-
Leaders‟ Interviews 
 
  
 
Chapter Seven 
Statistical Findings: 
Followers & Leaders  
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9.2.1 Quantitative Questionnaire Survey  
 
The quantitative questionnaire survey was conducted by paper-based and web-
based questionnaires collected from 331 followers (168 males and 163 females) and 172 
leaders (94 males and 78 females) from seven various sectors of industry and business 
of GLCs in Kuala Lumpur and Shah Alam, Malaysia. This questionnaire was 
constructed by combining the modified version of two established instruments, as well 
as a newly developed self-report survey called the LEQ. Nine scales were adopted from 
Bass and Avolio‟s (1997) Multifactor Leadership Questionnaire Form 5X-short. The 
second instrument was the Cognitive Style Index (CSI) by Allinson and Hayes (1996) 
which measure two dimensions of cognitive styles: analysis and intuition. The third 
instrument was the new self-report Leadership Effectiveness questionnaire (LEQ). 
Three scales of effectiveness according to Yukl (2000) were 1) aims, 2) followers‟ 
attitude towards leader and, 3) group processes developed by the researcher based on 
the relevant literature were included. The key for developing LEQ was proposed by 
Yukl (2002: 8) as he wrote “the most commonly used measure of leader effectiveness”. 
The scales emphasized individual followers, group/team processes and the performance 
of individual leader in achieving individual and professional target. According to Hogan 
and Hogan (2001), there was very little empirical study concerning the measurement of 
leadership effectiveness. This matter has created a dearth of empirical resources for 
scholars and practitioners to measure leadership effectiveness (Oyinlade, 2006). 
Therefore, these three questionnaires were combined into a booklet to measure 
leadership approaches, cognitive style and leadership effectiveness. The design and 
testing of this questionnaire is outlined in Section 5.5; and findings are described in 
Chapters 6 and Chapter 7. 
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9.2.2 Qualitative Semi-Structured Interview 
 
The semi-structured interviews were conducted with 10 leaders (7 males and 3 
females) in the Malaysian GLCs. All informants were asked broad questions to 
investigate their perceptions of leadership effectiveness, transformational and 
transactional leadership approaches, and analysis and intuition cognitive style. The 
content of questions varied from interview to interview, but in all cases, the main 
questions were based on the three different scales in the quantitative survey 
questionnaire (leadership effectiveness, leadership approaches and cognitive style). The 
interview guide was derived from six research questions with guidelines from the 
supervisor. Template analyses were used for the face-to-face and telephone interviews 
in line with the framework advocated by Miles and Huberman (1994) which is based on 
five levels of data reduction and is consistent with the process advocated by Radnor 
(2001). Content analyses were used for e-mail based interviews as described in Section 
5.11.  Findings are presented in Chapter 8. 
 
9.3 SUMMARY OF RESEARCH FINDINGS 
The analyses and findings of the present research are addressed in detail through 
chapter 6 to chapter 8, and are summarised against the research questions below. 
 
9.3.1 Quantitative Survey Questionnaire (RQ1 – RQ6) 
 
RQ1a - Is there a difference in the factor structure of leadership approaches scales 
(transformational and transactional) between followers‟ perspective and leader‟s 
assessment? 
Chapter 9           Abdul Halim Busari 
 
267 
 
RQ1b - Is there a difference in the reliability of leadership approaches scales 
(transformational and transactional) between followers‟ perspective and leaders‟ 
assessment? 
RQ1c - Is there a difference in the mean of leadership approaches between followers 
and leaders‟ samples? 
RQ1d – Which leadership approach is mainly adopted by the leaders from followers‟ 
perspective and leaders‟ assessment? 
RQ1e – How are age, gender, level of education and experience related to leader‟s 
leadership approaches (transformational and transactional)? 
In the first two cases,  the Principal Component Analysis showed that neither 
sample was able to duplicate Bass and Avolio‟s (1997) original scales. Initially, both 
follower‟s and leader‟s data identified a „nine-factor solution‟ (see Table 6.12 and 6.13). 
However, seven factors were identified for followers and six factors for leaders. It can 
be recognised that the followers‟ data created a more comparable factor structure with 
Bass and Avolio‟s original scales. 
 
As for the reliability (RQ1b), the results of Item-total Correlation indicated that 
4 out of 36 items were problematic for the followers‟ sample (Table 6.10), whereas 
seven items were problematic in the leaders‟ sample (Table 6.10). The results of 
Cronbach’s Alpha also indicated that, in the followers‟ sample management-by-
exception passive scale had scores below an acceptable value, and were similar to the 
leaders‟ samples.  
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In order to answer RQ1c, the results of independent-samples t-test (Table 6.27) 
indicated that there was no significant difference between the followers and leaders 
samples for the transformational and transactional leadership approaches. On the other 
hand, there were significant differences identified in the laissez-faire leadership 
approach between followers‟ perceptions and leaders‟ assessment. The magnitude of the 
differences which were measured by using eta squared was very small for 
transformational, whilst for transactional and laissez-faire was small. 
RQ1d which focuses to identify which leadership approach is mainly adopted; 
the mean score and standard deviations were used. From the followers‟ perceptions it 
appears that leaders are more transformational (Table 6.14), similar to the leader‟s 
assessment. Laissez-faire was minimally adopted by the leaders.  
 In order to explore the influence of demographic factors, the results of means 
score and standard deviations were used (RQ1e). The results show both male and 
female leaders scored higher on transformational leadership (Table 6.15). The younger 
groups (34-38) and middle age groups (39-43) of the leaders were found to be more 
transformational whilst the elder group (44-48) was found to be transactional. It shows 
the leaders who had spent longer in service were found to be more transactional.  The 
leaders with a basic degree and master‟s qualification were found to be more 
transformational; in contrast those who had higher education were transactional. The 
result regarding gender was contradicted to most findings in the past research. 
According to Alban-Metcalfe (1995) woman are more likely to interpret their style as 
transformational while men are transactional. In addition, women are significantly more 
likely to be described as adopting transformational leadership style (Alimo-Metcalfe & 
Alban-Metcalfe, 2003; Downey et. al., 2006).   
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RQ2a – Is there a difference in the factor structure of cognitive style (analysis and 
intuition) scales between followers‟ perspective and leaders‟ assessment? 
RQ2b - Is there a difference in the reliability of cognitive style scales (analysis and 
intuition) between followers‟ perspective and leaders‟ assessment? 
RQ2c - Is there a difference in the mean of cognitive style between followers and 
leaders‟ samples? 
RQ2d - Which domain of cognitive style is mainly adopted by the leaders from 
followers‟ perspective and leaders‟ assessment?  
RQ2e - How are age, gender, level of education and experience related to leader‟s 
cognitive style (analysis and intuition). 
In the first case, generally there is no significance difference between followers 
and leaders. In the factor structure (RQ2a) the PCA identified two uni-polar factors with 
a separation of analysis and intuition cognitive style dimension from the followers‟ 
sample (Table 6.22). For the leaders, the factor structure reconstructed a mixture of two 
unipolar styles between analysis and intuition dimensions. However, both of the 
samples reconstructed „two-factor‟ solutions as suggested by Hodgkinson and Sadler-
Smith (2003). For the reliability (RQ2b) the results of Item-total Correlation indicated 
that 3 out of 38 items were problematic from the followers‟ sample (Table 6.20), whilst 
six items were found to be problematic for the leaders. The results of Cronbach’s Alpha 
for the two cognitive style dimensions indicate good reliability for both samples. 
Similar to RQ1c, the mean score and standard deviations were used in order to identify 
which cognitive style was being adopted by the leaders. It appears from both samples, 
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leaders were found to be more intuitive (Table 6.24). In order to answer RQ2c, 
Independent Samples t-test was used. The t-test indicated that there was a significant 
difference in the mean score of analysis and intuition between the followers and leaders 
samples (Table 6.29). In addition, the magnitude of the differences in the means was 
considered small.  
  In answering RQ2d, mean score and standard deviations were used. It appears 
that from the followers‟ perception, the leaders are seen as intuitive. Similarly, from the 
leaders‟ assessment, they are more intuitive (Table 6.23). For RQ2e, male and female 
leaders respectively scored higher on the intuitive scale (see Table 6.24). Concerning 
the age group, intuition score was higher than analysis for all age groups; however 
intuition appears to decrease with increasing age. The new comer and the experienced 
leaders were the most intuitive ones. For the education level, the score of intuition 
appear to increase with the level of education. The result regarding gender was 
contradicting with the most past literature. However, this is in line with Hayes, Allinson 
and Armstrong (2004) who found no evidence to support the stereotypic thinking which 
portrays women as more intuitive than men.  
 
RQ3a – Is there a difference in the factor structure of leadership effectiveness scales 
between followers‟ perspective and leaders‟ assessment? 
RQ3b - Is there a difference in the reliability of leadership effectiveness scales between 
followers‟ perspective and leaders‟ assessment? 
RQ3c – Is there a difference in the mean of leadership effectiveness between followers 
and leaders‟ samples? 
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 There is no difference in both cases. For RQ3a, the PCA identified three-factor 
solutions for both followers and leaders (Table 6.26). The factors were named according 
to the factor loadings. They were named aims, group processes and followers attitude. 
These reconstructions replicated the original propositions based on the literature. For 
RQ3b the results of Cronbach’s Alpha score in the range between 0.78 – 0.87 which is 
considered good reliability. The results of Item-total Correlation identified twenty one 
items for followers, and twenty usable items for leaders to be used for further analyses 
(Table 6.27). In order to answer RQ3c, Independent Samples t-test was conducted to 
compare the LEQ mean scores between followers and leaders. There was significance 
difference in the followers‟ attitude scale between followers and leaders‟ samples. 
However, there is no difference in the mean score aims and group processes between 
followers and leaders‟ samples (see Table 6.30). 
RQ4 – Is there any relationship between leadership approaches (transformational and 
transactional) and cognitive style (analysis and intuition) in either followers or leaders 
samples? 
To date, there is no known research that has studied the direct relationship 
between these two theories. In order to test this, correlation analyses were made 
between the two theories. The results of Pearson correlation analysis indicate that 
transformational and transactional leadership correlated with analysis and intuition for 
followers (Table 7.1). However no significant relationships were found from the 
leaders‟ samples.  Among the five scales of transformational leadership, intellectual 
stimulation and idealised influence attribute correlated significantly and negatively with 
analysis, whilst in addition, inspirational motivation and individualised consideration 
was also found to correlate significantly and negatively with intuition. For transactional 
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leadership, only contingent reward has a significant correlation with analysis. However 
all of the three scales correlated significantly with intuition.  
For the leaders, inspirational motivation and idealised influence attribute 
correlated significantly with analysis, whilst only inspirational motivation significantly 
correlated with intuition. The results of regression analyses strengthened the previous 
information that both analysis and intuition contributed significantly to transactional 
leadership, (Table 7.4). In contrast, concerning transformational and transactional 
leadership, both analysis and intuition did not contribute significantly to the leaders‟ 
perspectives. Overall, for the followers, intuition appears to have a more significant 
contribution to the dependent variables (Table 7.4). 
RQ5 – Is there any relationship between leadership approaches (transformational and 
transactional) and leadership effectiveness in either followers or leaders samples? 
For the followers, transformational and transactional leadership approaches 
correlated significantly and positively with all three scales of LEQ and LEQ overall. 
Similarly, transformational correlated significantly and positively with all the three LEQ 
and LEQ overall for the leaders. However, aims were not correlated significantly with 
transactional leadership (Table 7.2). For the followers, the five scales of 
transformational correlated significantly and positively with aims, followers’ attitude 
and group processes, whilst for the leaders the correlations were slightly lower. For the 
leaders, all five scales of transformational leadership similarly had significant 
correlation with aims, followers’ attitude and group processes. For transactional 
leadership from followers‟ perspectives, contingent reward and management-by-
exception active correlated significantly with all LEQ scales and LEQ overall. However 
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transactional leadership scales for the leaders, contingent reward was only significantly 
associated with followers’ attitude and group processes (Table 7.2). There was no 
significant relationship found for management-by-exception passive in all three scales 
of leadership effectiveness for either followers or leaders.  
 
The results of regression analyses strengthened the earliest correlation findings. 
From the followers‟ perceptions, for aims: the transformational leadership Idealised 
influence behaviour, inspirational motivation, and idealised influence attributed showed 
a significant contribution to the model. For group processes: idealised influence 
behaviour, inspirational motivation and individualised consideration showed significant 
contribution, and for followers’ attitude two independent variables: idealised influence 
behaviour and inspirational motivation showed significant contribution. For 
transactional leadership, contingent reward and management-by-exception active 
contributed significantly with group processes and followers’ attitude (see Table 7.5).  
 
For the leaders, all five scales of transformational leadership contributed 
significantly to aims and four of them have a positive impact on the dependent variable 
(Table 7.6). Only management-by-exception active from transactional leadership scale 
contributed significantly to aims. For group processes, three scales of transformational 
leadership, namely intellectual stimulation, inspirational motivation, and individualised 
consideration showed significant contribution to the model, whilst contingent reward 
was the only variable of transactional leadership that showed significant contribution to 
group processes.  
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On the other hand, only individualised consideration of transformational 
leadership showed significant contribution. However, contingent reward and 
management-by-exception active have shown significant contribution to followers’ 
attitude. Overall, for the followers, idealised influence behaviour, inspirational 
motivation and individualised consideration from transformational leadership, and 
contingent reward and management-by-exception active from transactional leadership 
were found to have a more significant contribution to leadership effectiveness. On the 
contrary for the leaders, inspirational motivation and individualised consideration for 
transformational, and management-exception active for transactional had significant 
contributions. 
 
RQ6 – Is there any relationship between cognitive style (analysis and intuition) and 
leadership effectiveness in either followers or leaders samples? 
The results of correlation analyses from followers‟ perceptions showed that 
analysis was significantly correlated and negative with only followers’ attitude, whilst 
intuition correlated significantly with all leadership effectiveness scales and LEQ 
overall. However, for the leaders, analysis and intuition correlated significantly and 
negatively with only group processes (Table 7.3). The results of regression analyses 
from followers‟ data, added more information that only intuition contributed 
significantly with a negative impact on leadership effectiveness (Table 7.7). The results 
for leaders‟ samples, however, showed that only analysis had significant contribution to 
group processes. The rest of the data remained the same as insignificant (Table 7.8). 
According to Narayanan and Armstrong (2005), the cognitive style of the leaders has 
been shown to affect the performance of a firm. In some cases, it is shown to improve 
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firm performance, however, in other cases, it has worsened firm performance. All of 
these related to the role of leaders in shaping the nature of cognitive style and decision 
making. 
 
9.3.2 Qualitative Semi-Structured Interviews (RQ7 – RQ12) 
RQ7 – What are the perceptions of the Malaysian GLC‟s leaders regarding leadership 
effectiveness? 
The discussion of leadership effectiveness, initially, was according to Yukl‟s 
(2002: 8) proposition which stated “the most commonly used measure of leadership 
effectiveness is the extent to which the leader‟s organizational unit performs its task 
successfully and attain its goals”. Additionally, the attitude followers displayed toward 
the leader and the perception of the leader‟s contribution to the quality of the group 
processes were other common indicators of leadership effectiveness (Yukl, 2002). The 
informants from Malaysian GLCs provided various insights into leadership 
effectiveness and endorsed a few more characteristics of an effective leader. Apart from 
aims, followers’ attitude and group processes, the results of analyses revealed five more 
themes namely balance, visionary, learning, role model and appreciative as 
characteristics of leadership effectiveness.  
Informants one, four, three and seven were among the leaders that talked about 
aims (Section 8.3.1). Interviews five, six, eight and nine specifically addressed 
followers‟ attitude (Section 8.3.2), on the other hand interviewees three, five and eight 
expressed their opinions about group processes (Section 8.3.3). In discussing group 
processes, the words “cohesiveness”, “teambuilding”, “teamwork”, “cooperation” and 
“catalyst‟ were frequently mentioned. Hence, most informants saw that establishing 
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group processes was important in terms of helping to measure the success and 
effectiveness of the leaders.  More interestingly, the word „balance‟ was mentioned 
about 26 times in five different interviews. Interview one, two, three and seven 
specifically talked about role models (Section 8.3.7). Overall, the results suggest that 
most of the informants agreed that balance should be one of the characteristics of 
effective leaders (Section 8.3.4). 
 
RQ8 – What are the perceptions of the Malaysian GLC‟s leaders regarding 
transformational and transactional leadership approaches? 
The informants from Malaysian GLCs provided various insights regarding 
leadership approaches. The concepts of 5I‟s of transformational leadership were 
discussed intensively by all informants. In addition, the concept of contingent reward of 
transactional leadership was also mentioned by some leaders (Section 8.4.6).  The 
leader‟s comments indicate that most of the leaders have directly or indirectly 
mentioned these two approaches. Intellectual stimulation and Individualised 
consideration were believed to be the most effective within transformational leadership 
(Bass & Avolio, 1997). Another approach that was found to be effective and favoured 
by the leaders was Inspirational motivation (Section 8.4.3). Overall, the results suggest 
that the majority of the informants have explicitly talked about transformational 
leadership and the characteristics. It appears that contingent rewards also seen as part of 
transformational leadership and serves as indicator of effectiveness. 
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RQ9 - What are the perceptions of the Malaysian GLC‟s leaders regarding analysis and 
intuition cognitive style? 
Initially, all informants appeared to share the opinion that both dimensions were 
difficult to explain or define as such, but were somehow based on the way of collecting, 
choosing and organising information in order to make a decision that made every 
individual different. Decision-making is a cognitive process and a psychological 
construct that cannot be observed. However we can infer from observable behaviour 
that a decision has been made. Concurring with Simon (1987), this study has shown that 
intuition and analysis are complementary elements of effective decision-making. 
Although for most of them the term cognitive style is new, it can be stated that all 10 
interviewees noticed that both dimensions of intuitive and analytical were present in 
decision making (Section 8.5). As the interviews went along, the content analyses 
revealed four more themes identified to be associated with analysis and intuition. 
Rational and analysis were examined under analysis, whilst holistic and sensing was 
examined under intuition. Most of the leaders support the idea that analysis can play a 
supportive role by helping to evaluate the consequence of the decision while the concept 
of intuition depicted by most of the informants  as a valuable style in leadership 
effectiveness. 
 
RQ10 – Which leadership approach is more preferable among the Malaysian GLC‟s 
leaders to determine leadership effectiveness? 
From the results, it was obvious that transformational leadership was believed to 
be preferable compared to transactional leadership. From the above comments, it shows 
that almost all approaches in transformational leadership were being discussed and 
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implemented by the interviewees, or suggested to be implemented in order for a leader 
to be identified as effective. Finally it must be emphasised that management-by-
exception either active or passive is not in the leader‟s heart. It was shown that no 
leaders came up with the ideas of being a „last-minute-decider‟ as they see these as not 
effective. Apart from the above two approaches, idealised influence attributed and 
behaviour respectively were also indirectly being discussed enthusiastically by some of 
the leaders. 
 
RQ11 - Which cognitive style more preferable among the Malaysian GLC‟s leaders to 
determine leadership effectiveness? 
Although there was some debate of the two styles, from the analyses it seems 
that intuitive style was seen to be closely associated with leadership effectiveness. 
Intuition has been described as a holistic approach of decision-making. Interviewee 
seven mentioned environment, whilst interviewee two emphasized human perspective, 
showing that these elements to be the most significant aspects in intuitive decision 
making. One common thing is the language used in the interview to describe intuition. 
Some interviewees refer to intuition as „instinct‟, whilst some of them expressed it as 
„gut feelings‟. All these terms are synonymous with the concept of intuition.  
 
RQ12 - Are there any common criteria about leadership effectiveness found from the 
new LEQ and MLQ? 
Overall, the content analyses identified five more themes which are not covered 
in the LEQ namely balance, visionary, learning, role model and appreciative. The term 
appreciative mainly emphasized a reward system, appreciation and recognition. Four of 
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the leaders interviewed mentioned reward and recognition (see discussion in Section 
8.3.8) in a positive way, whilst others described this criterion in a conditional way. 
According to one informant, appreciation in monetary or non-monetary terms is a 
mirror of leadership effectiveness. Similarly, in the MLQ, reward has been talked about 
explicitly by a number of leaders, indicating the importance of the element. Containing 
an almost similar concept as contingent reward, appreciative was defined under the 
discussion of leadership effectiveness. Role model and visionary were identified in 
interviews as characteristics of leadership effectiveness based on the frequency these 
terms being mentioned by the informants. These two themes appear to be associated 
with idealised influence and inspirational motivation respectively. Finally, balance was 
identified as one of the important themes that should be included in the future 
conceptual model.  
 
The summary of the research findings according to the research questions are 
presented in Table 9.1. 
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 h
ig
h
er
 t
h
a
n
 a
n
al
y
si
s 
fo
r 
al
l 
ag
e 
g
ro
u
p
s.
 I
n
tu
it
io
n
 a
p
p
ea
rs
 t
o
 d
ec
re
as
e 
w
it
h
 i
n
cr
ea
si
n
g
 
ag
e.
 
 
T
h
e 
sc
o
re
 o
f 
in
tu
it
io
n
 a
p
p
ea
r 
to
 i
n
cr
ea
se
 w
it
h
 t
h
e 
le
v
el
 o
f 
ed
u
ca
ti
o
n
. 
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u
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d
 F
in
d
in
g
s 
(c
o
n
ti
n
u
ed
) 
R
E
S
E
A
R
C
H
 Q
U
E
S
T
IO
N
S
 
F
IN
D
IN
G
S
 
F
O
L
L
O
W
E
R
S
 
L
E
A
D
E
R
S
 
R
Q
3
a
 
Is
 
th
er
e 
a 
d
if
fe
re
n
ce
 
in
 
th
e 
fa
ct
o
r 
st
ru
ct
u
re
 
o
f 
le
ad
er
sh
ip
 
e
ff
ec
ti
v
en
e
ss
 
sc
al
es
 
b
et
w
ee
n
 
fo
ll
o
w
er
s‟
 
p
er
sp
ec
ti
v
e 
an
d
 l
ea
d
er
s‟
 a
ss
es
sm
en
t?
 
 
T
h
er
e 
is
 n
o
 d
if
fe
re
n
ce
 i
n
 b
o
th
 c
as
es
. 
 
T
h
e 
P
C
A
 i
d
en
ti
fi
ed
 t
h
re
e
-f
ac
to
r 
so
lu
ti
o
n
s.
 
 
A
im
s,
 g
ro
u
p
 p
ro
ce
ss
es
 a
n
d
 f
o
ll
o
w
er
s 
a
tt
it
u
d
e
 
 
T
h
er
e 
is
 n
o
 d
if
fe
re
n
ce
 i
n
 b
o
th
 c
as
es
 
 
T
h
e 
P
C
A
 i
d
en
ti
fi
ed
 t
h
re
e
-f
ac
to
r 
so
lu
ti
o
n
s.
 
 
F
o
ll
o
w
er
s 
a
tt
it
u
d
e,
 a
im
s,
 a
n
d
 g
ro
u
p
 p
ro
ce
ss
es
  
R
Q
3
b
 
Is
 t
h
er
e 
a 
d
if
fe
re
n
ce
 i
n
 t
h
e 
re
li
ab
il
it
y
 o
f 
le
ad
er
sh
ip
 
ef
fe
ct
iv
e
n
es
s 
sc
al
es
 
b
et
w
ee
n
 
fo
ll
o
w
er
s‟
 
p
er
sp
ec
ti
v
e 
an
d
 
le
ad
er
s‟
 
as
se
ss
m
en
t?
 
 
C
ro
n
b
a
ch
’s
 A
lp
h
a
 s
co
re
 i
n
 t
h
e 
ra
n
g
e 
b
et
w
ee
n
 0
.7
8
 –
 
0
.8
7
. 
 
Id
en
ti
fi
ed
 t
w
e
n
ty
 o
n
e 
it
e
m
s 
fo
r 
fo
ll
o
w
er
s.
 
 
C
ro
n
b
a
ch
’s
 A
lp
h
a
 s
co
re
 i
n
 t
h
e 
ra
n
g
e 
b
et
w
ee
n
 0
.7
8
 –
 
0
.8
7
. 
 
Id
en
ti
fi
ed
 t
w
e
n
ty
 u
sa
b
le
 i
te
m
s 
fo
r 
le
ad
er
s.
 
R
Q
3
c
 
Is
 t
h
er
e 
a 
d
if
fe
re
n
ce
 t
h
e 
m
e
an
 s
co
re
 o
f 
le
ad
er
sh
ip
 
ef
fe
ct
iv
en
e
ss
 
b
et
w
ee
n
 
fo
ll
o
w
er
s 
an
d
 l
ea
d
er
s‟
 s
am
p
le
s?
 
 
T
h
er
e 
is
 s
ig
n
if
ic
an
ce
 d
if
fe
re
n
ce
 i
n
 t
h
e 
fo
ll
o
w
er
s‟
 
at
ti
tu
d
e 
sc
al
e.
 
 
T
h
er
e 
is
 n
o
 d
if
fe
re
n
ce
 i
n
 t
h
e 
m
ea
n
 s
co
re
 a
im
s 
a
n
d
 
g
ro
u
p
 p
ro
ce
ss
es
. 
 
T
h
er
e 
is
 s
ig
n
if
ic
an
ce
 d
if
fe
re
n
ce
 i
n
 t
h
e 
fo
ll
o
w
er
s‟
 
at
ti
tu
d
e 
sc
al
e.
 
 
T
h
er
e 
is
 n
o
 d
if
fe
re
n
ce
 i
n
 t
h
e 
m
ea
n
 s
co
re
 a
im
s 
a
n
d
 
g
ro
u
p
 p
ro
ce
ss
es
. 
R
Q
4
  
Is
 t
h
er
e 
an
y
 r
el
at
io
n
sh
ip
 b
et
w
e
en
 
le
ad
er
sh
ip
 a
p
p
ro
ac
h
es
 (
tr
an
sf
o
rm
at
io
n
al
 
an
d
 t
ra
n
sa
ct
io
n
al
) 
an
d
 c
o
g
n
it
iv
e 
st
y
le
s 
(a
n
al
y
si
s 
a
n
d
 i
n
tu
it
io
n
) 
in
 e
it
h
er
 
fo
ll
o
w
er
s 
o
r 
le
ad
er
s 
sa
m
p
le
s?
 
 
P
ea
rs
o
n
 c
o
rr
el
at
io
n
 a
n
al
y
se
s 
in
d
ic
at
e 
th
at
 
tr
an
sf
o
rm
at
io
n
al
 a
n
d
 t
ra
n
sa
ct
io
n
al
 l
ea
d
er
sh
ip
 
co
rr
el
at
ed
 w
it
h
 a
n
al
y
si
s 
a
n
d
 i
n
tu
it
io
n
. 
 
O
n
ly
 c
o
n
ti
n
g
en
t 
re
w
a
rd
 h
as
 a
 s
ig
n
if
ic
a
n
t 
co
rr
el
at
io
n
 
w
it
h
 a
n
a
ly
si
s.
 
 
M
u
lt
ip
le
 r
eg
re
ss
io
n
 a
n
al
y
si
s 
in
d
ic
at
es
 t
h
at
 b
o
th
 
an
al
y
si
s 
a
n
d
 i
n
tu
it
io
n
 c
o
n
tr
ib
u
te
d
 s
ig
n
if
ic
an
tl
y
 t
o
 
tr
an
sa
ct
io
n
al
 l
ea
d
er
sh
ip
. 
 
O
n
ly
 i
n
tu
it
io
n
 c
o
n
tr
ib
u
te
d
 s
ig
n
if
ic
an
tl
y
 t
o
 
tr
an
sf
o
rm
at
io
n
al
 l
ea
d
er
sh
ip
. 
 
In
sp
ir
a
ti
o
n
a
l 
m
o
ti
va
ti
o
n
 a
n
d
 i
d
ea
li
se
d
 i
n
fl
u
en
ce
 
a
tt
ri
b
u
te
 c
o
rr
el
at
ed
 s
ig
n
if
ic
an
tl
y
 w
it
h
 a
n
a
ly
si
s.
 
 
O
n
ly
 i
n
sp
ir
a
ti
o
n
a
l 
m
o
ti
va
ti
o
n
 s
ig
n
if
ic
a
n
tl
y
 c
o
rr
el
at
ed
 
w
it
h
 i
n
tu
it
io
n
. 
 
M
u
lt
ip
le
 r
eg
re
ss
io
n
 a
n
al
y
si
s 
in
d
ic
at
e 
th
at
 b
o
th
 
an
al
y
si
s 
a
n
d
 i
n
tu
it
io
n
 w
er
e 
n
o
t 
co
n
tr
ib
u
te
d
 
si
g
n
if
ic
a
n
tl
y
. 
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R
Q
5
 
Is
 
th
er
e 
a
n
y
 
re
la
ti
o
n
sh
ip
 
b
et
w
ee
n
 
le
ad
er
sh
ip
 
ap
p
ro
ac
h
es
 
(t
ra
n
sf
o
rm
at
io
n
al
 
an
d
 
tr
an
sa
ct
io
n
al
) 
an
d
 
le
ad
er
sh
ip
 
ef
fe
c
ti
v
e
n
e
ss
 
in
 
ei
th
er
 
fo
ll
o
w
er
s 
o
r 
le
ad
er
s‟
 s
am
p
le
s?
 
 
 
T
ra
n
sf
o
rm
at
io
n
a
l 
an
d
 t
ra
n
sa
ct
io
n
al
 l
ea
d
er
sh
ip
 
ap
p
ro
ac
h
es
 c
o
rr
el
at
ed
 s
ig
n
if
ic
an
tl
y
 p
o
si
ti
v
e
ly
 w
it
h
 a
ll
 
th
re
e 
sc
al
es
 o
f 
L
E
Q
. 
 
T
h
e 
fi
v
e 
sc
al
e
s 
o
f 
tr
an
sf
o
rm
at
io
n
al
 c
o
rr
el
at
ed
 
si
g
n
if
ic
a
n
tl
y
 a
n
d
 p
o
si
ti
v
el
y
 w
it
h
 a
im
s,
 f
o
ll
o
w
er
s’
 
a
tt
it
u
d
e 
an
d
 g
ro
u
p
 p
ro
ce
ss
es
. 
 
C
o
n
ti
n
g
en
t 
re
w
a
rd
 a
n
d
 m
a
n
a
g
em
en
t-
b
y-
ex
ce
p
ti
o
n
 
a
ct
iv
e 
co
rr
el
at
ed
 s
ig
n
if
ic
an
tl
y
 w
it
h
 a
ll
 L
E
Q
 s
ca
le
s 
an
d
 L
E
Q
 o
v
er
al
l.
 
 
N
o
 s
ig
n
if
ic
an
t 
re
la
ti
o
n
sh
ip
 f
o
u
n
d
 f
o
r 
m
a
n
a
g
em
en
t-
b
y-
ex
ce
p
ti
o
n
 p
a
ss
iv
e.
 
 
T
ra
n
sf
o
rm
at
io
n
a
l 
co
rr
el
at
ed
 s
ig
n
if
ic
a
n
tl
y
 a
n
d
 p
o
si
ti
v
e 
w
it
h
 a
ll
 t
h
e 
th
re
e 
L
E
Q
. 
 
T
h
e 
co
rr
el
at
io
n
s 
o
f 
fi
v
e 
sc
al
es
 o
f 
tr
an
sf
o
rm
at
io
n
al
 
an
d
 t
h
re
e 
sc
al
e
s 
o
f 
L
E
Q
 w
er
e 
sl
ig
h
tl
y
 l
o
w
er
 t
h
a
n
 t
h
e 
fo
ll
o
w
er
s‟
. 
 
C
o
n
ti
n
g
en
t 
re
w
ar
d
 s
ig
n
if
ic
a
n
tl
y
 a
ss
o
ci
at
ed
 o
n
ly
 w
it
h
 
fo
ll
o
w
er
s’
 a
tt
it
u
d
e 
an
d
 g
ro
u
p
 p
ro
ce
ss
es
. 
 
N
o
 s
ig
n
if
ic
an
t 
re
la
ti
o
n
sh
ip
 f
o
u
n
d
 f
o
r 
m
a
n
a
g
em
en
t-
b
y-
ex
ce
p
ti
o
n
 p
a
ss
iv
e.
 
R
Q
6
 
Is
 
th
er
e 
a
n
y
 
re
la
ti
o
n
sh
ip
 
b
et
w
ee
n
 
co
g
n
it
iv
e 
st
y
le
 
(a
n
al
y
si
s 
a
n
d
 
in
tu
it
io
n
) 
an
d
 
le
ad
er
sh
ip
 
ef
fe
ct
iv
e
n
e
ss
 
in
 
ei
th
er
 
fo
ll
o
w
er
s 
o
r 
le
ad
er
s‟
 s
am
p
le
s?
 
 
 
A
n
a
ly
si
s 
w
a
s 
si
g
n
if
ic
an
tl
y
 c
o
rr
el
at
ed
 a
n
d
 n
eg
at
iv
e 
w
it
h
 o
n
ly
 f
o
ll
o
w
er
s’
 a
tt
it
u
d
e.
 
 
In
tu
it
io
n
 w
er
e 
co
rr
el
at
ed
 s
ig
n
if
ic
a
n
tl
y
 w
it
h
 a
ll
 
le
ad
er
sh
ip
 e
ff
ec
ti
v
en
e
ss
 s
ca
le
s 
an
d
 L
E
Q
 o
v
er
al
l 
 
O
n
ly
 i
n
tu
it
io
n
 c
o
n
tr
ib
u
te
d
 s
ig
n
if
ic
an
tl
y
 w
it
h
 n
e
g
at
iv
e 
im
p
ac
t 
o
n
 l
ea
d
er
sh
ip
 e
ff
ec
ti
v
e
n
es
s.
 
 
A
n
a
ly
si
s 
an
d
 i
n
tu
it
io
n
 c
o
rr
el
at
ed
 s
ig
n
if
ic
a
n
tl
y
 a
n
d
 
n
eg
at
iv
e 
w
it
h
 o
n
ly
 g
ro
u
p
 p
ro
ce
ss
es
. 
 
O
n
ly
 a
n
a
ly
si
s 
h
a
s 
si
g
n
if
ic
a
n
t 
c
o
n
tr
ib
u
ti
o
n
 t
o
 g
ro
u
p
 
p
ro
ce
ss
es
 
 
T
h
e 
re
st
 o
f 
th
e 
d
at
a 
re
m
ai
n
 t
h
e
 s
a
m
e 
as
 i
n
si
g
n
if
ic
a
n
t 
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T
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R
Q
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W
h
at
 a
re
 t
h
e 
p
er
ce
p
ti
o
n
s 
o
f 
M
al
ay
si
an
 G
L
C
‟s
 l
ea
d
er
s 
re
g
ar
d
in
g
 l
ea
d
er
sh
ip
 
ef
fe
c
ti
v
e
n
e
ss
?
 
 
In
fo
rm
a
n
ts
 f
ro
m
 M
a
la
y
si
an
 G
L
C
s 
p
ro
v
id
ed
 v
ar
io
u
s 
in
si
g
h
ts
 t
o
 l
ea
d
er
sh
ip
 
ef
fe
c
ti
v
e
n
e
ss
 a
n
d
 e
n
d
o
rs
ed
 a
 f
e
w
 m
o
re
 c
h
ar
ac
te
ri
st
ic
s 
o
f 
e
ff
ec
ti
v
e 
le
ad
er
. 
 
F
iv
e 
m
o
re
 
th
e
m
es
 
n
a
m
el
y
 
b
a
la
n
ce
, 
vi
si
o
n
a
ry
, 
le
a
rn
in
g
, 
ro
le
 
m
o
d
el
 
a
n
d
 
a
p
p
re
ci
a
ti
ve
 w
er
e 
re
v
ea
le
d
 a
s 
ch
ar
ac
te
ri
st
ic
s 
o
f 
le
ad
er
sh
ip
 e
ff
ec
ti
v
e
n
e
ss
 a
p
ar
t 
fr
o
m
 a
im
s,
 f
o
ll
o
w
er
s‟
 a
tt
it
u
d
e 
an
d
 g
ro
u
p
 p
ro
ce
ss
es
. 
 
 
R
Q
8
 
W
h
at
 
ar
e 
th
e 
p
er
ce
p
ti
o
n
s 
o
f 
M
al
ay
si
an
 
G
L
C
‟s
 
le
ad
er
s 
re
g
ar
d
in
g
 
tr
an
sf
o
rm
at
io
n
al
 a
n
d
 t
ra
n
sa
ct
io
n
al
 l
ea
d
er
sh
ip
 a
p
p
ro
ac
h
es
?
 
 
In
te
ll
ec
tu
a
l 
st
im
u
la
ti
o
n
 a
n
d
 I
n
d
iv
id
u
a
li
se
d
 c
o
n
si
d
er
a
ti
o
n
 w
e
re
 b
el
ie
v
ed
 t
o
 b
e 
th
e 
m
o
st
 e
ff
ec
ti
v
e 
w
it
h
in
 t
ra
n
sf
o
rm
at
io
n
al
 l
ea
d
er
sh
ip
. 
 
A
n
o
th
er
 a
p
p
ro
ac
h
 t
h
at
 f
o
u
n
d
 t
o
 b
e 
ef
fe
ct
iv
e 
a
n
d
 f
a
v
o
u
re
d
 b
y
 t
h
e 
le
ad
er
s 
w
a
s 
In
sp
ir
a
ti
o
n
a
l 
m
o
ti
va
ti
o
n
. 
 
co
n
ti
n
g
e
n
t 
re
w
ar
d
s 
al
so
 s
ee
n
 a
s 
p
ar
t 
o
f 
tr
an
sf
o
rm
at
io
n
al
 l
ea
d
er
sh
ip
 a
n
d
 s
er
v
es
 
as
 i
n
d
ic
at
o
r 
o
f 
ef
fe
ct
iv
e
n
es
s 
R
Q
9
  
 W
h
at
 a
re
 t
h
e 
p
er
ce
p
ti
o
n
s 
o
f 
M
al
ay
si
an
 G
L
C
‟s
 l
ea
d
er
s 
re
g
ar
d
in
g
 a
n
al
y
si
s 
an
d
 
in
tu
it
io
n
 c
o
g
n
it
iv
e 
st
y
le
s?
 
 
A
ll
 1
0
 i
n
te
rv
ie
w
ee
s 
n
o
ti
ce
d
 t
h
at
 b
o
th
 d
im
en
si
o
n
s 
o
f 
in
tu
it
iv
e
 a
n
d
 a
n
al
y
ti
ca
l 
b
e 
p
re
se
n
t 
in
 d
ec
is
io
n
 m
ak
in
g
. 
 
R
a
ti
o
n
a
l 
an
d
 a
n
a
ly
si
s 
w
er
e 
ex
a
m
in
ed
 u
n
d
er
 a
n
a
ly
si
s,
 w
h
il
st
 h
o
li
st
ic
 a
n
d
 
se
n
si
n
g
 w
as
 e
x
a
m
in
ed
 u
n
d
er
 i
n
tu
it
io
n
. 
 
 
M
o
st
 o
f 
th
e 
le
ad
er
s 
su
p
p
o
rt
 t
h
e 
id
ea
 t
h
at
 a
n
al
y
si
s 
ca
n
 p
la
y
 s
u
p
p
o
rt
iv
e 
ro
le
 b
y
 
h
el
p
in
g
 t
o
 e
v
al
u
at
e 
th
e 
co
n
se
q
u
en
ce
 o
f 
th
e 
d
ec
is
io
n
 
R
Q
1
0
  
 W
h
ic
h
 
le
ad
er
sh
ip
 
ap
p
ro
ac
h
 
is
 
m
o
re
 
p
re
fe
ra
b
le
 
am
o
n
g
 
M
al
ay
si
an
 
G
L
C
‟s
 
le
ad
er
s 
to
 d
et
er
m
in
e 
le
ad
er
sh
ip
 e
ff
ec
ti
v
e
n
es
s?
 
 
it
 w
a
s 
o
b
v
io
u
s 
th
at
 t
ra
n
sf
o
rm
a
ti
o
n
al
 l
ea
d
er
sh
ip
 w
a
s 
b
el
ie
v
ed
 t
o
 b
e 
m
o
re
 
p
re
fe
ra
b
le
 c
o
m
p
ar
ed
 t
o
 t
ra
n
sa
ct
io
n
al
 l
ea
d
er
sh
ip
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E
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T
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R
Q
1
1
  
 W
h
ic
h
 c
o
g
n
it
iv
e 
st
y
le
 i
s 
m
o
re
 p
re
fe
ra
b
le
 a
m
o
n
g
 M
al
ay
si
an
 G
L
C
‟s
 l
ea
d
er
s 
to
 
d
et
er
m
in
e 
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9.4 IMPLICATIONS OF STUDY  
The present study adopted both leader-centric and follower-focused perspectives. 
Leadership effectiveness, leadership approaches and cognitive style have been rated and 
assessed by followers and leaders. The synthesised results of the present study have several 
implications for the research literature. 
 
9.4.1 Implication for leaders 
This study was about leadership effectiveness. The interviews with the leaders 
gathered information on leadership effectiveness. The findings regarding RQ7 led to 
general suggestions of several characteristics of effective leaders. Apart from aims, 
followers’ attitude and group processes that had been pre-set before the interview, the 
results of analyses revealed five more themes, namely balance, visionary, learning, role 
model and appreciative. Among all the characters discussed, balance seemed to emerge as 
being of particular importance. Hopefully, this study will serve as an impetus for leaders to 
implement this characteristic. 
 
Result from RQ5 showed a moderate relationship between transformational and 
leadership effectiveness from followers‟ perspectives. These results are in line with most 
past literature that emphasized transformational leadership as seeming to be most effective 
(Bass and Avolio, 1990; 1993). However at some point, transactional showed a strong 
relationship with leadership effectiveness, especially from the leaders‟ assessment. The 
results seemed contrary to past literature (see Bass et al., 1996; Avolio et. al., 1988). Thus, 
leaders in the GLCs should review and reflect on their leadership approaches and try to 
gather some feedbacks from followers regarding their effectiveness in order to verify this 
study. 
Chapter 9           Abdul Halim Busari 
 
287 
 
The findings from RQ6 for followers, suggest that intuition and leadership 
effectiveness are negatively correlated. The result is in line with Andersen (2000) which 
studied the relationships between intuition and effectiveness. On the other hand for the 
leaders, intuition correlated significantly and negatively with group processes. Prior 
research indicates that individuals who prefer an intuitive decision making are also 
inclined to prefer a work environment that actively oriented and provide opportunities to 
work in group (Downey et al., 2006; Allinson and Hayes, 1996). 
 
9.4.2 Implication for followers 
According to Nahavandi (2009), effective leadership is a result from an interaction 
and relationship between leader and followers. Leadership process is impossible to be 
carried out unless with the support of followers. Most findings from the followers‟ samples 
are concurrent with the leaders‟ samples in the RQ4, RQ5 and RQ6, especially results from 
Multiple Regression analyses except the results of cognitive style and leadership 
effectiveness. It shows that followers have played an important role as one of the raters and 
evaluators in determining leadership effectiveness (Howell & Shamir, 2005). Results from 
the interviews especially in answering RQ7 have shown that followers are in unique 
position to assess leadership effectiveness (Hogan, 1994). Therefore both leadership and 
followership is interdependent (Hollander, 1992). More importantly, leadership 
effectiveness and leadership approaches are practised by the mutual efforts of leaders and 
followers. At this stage, gap number one has been fulfilled.  
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9.4.3 Implication for GLCs 
Government-linked companies (GLC‟s) are the government-controlled-supported 
institutions. In Malaysia, there are more than 50 parent companies with more than 200 
subsidiaries as a listed government link companies accounting for around 34% of the total 
market capitalization of Bursa Malaysia (formerly known as Kuala Lumpur Stock 
Exchange). Some typical examples of GLC‟s in Malaysia are Malaysia Airlines System 
(MAS), PROTON, Tenaga Nasional Berhad (TNB), PETRONAS, and TELEKOM. The 
government believes that improving the performance of these companies is one of the most 
significant steps that can be taken towards achieving the country‟s vision for 
competitiveness and prosperity. Therefore, efforts must also emphasized on the non-
monetary elements that influence the GLC‟s performance such as cognitive style and 
leadership approaches that have undeniably had some effect on the effectiveness of the 
leaders and organisations.  
 
9.4.4 Implications for human resource practitioners 
The study is also useful for Human Resource practitioners. It has been noted that 
the concepts of „followership‟ and cognitive style have ample opportunities to be explored 
in the Malaysian context. Although the study of transformational leadership or leadership 
effectiveness has been conducted in Malaysia, the influence of cognitive style and 
followers‟ role in shaping leadership effectiveness has not been highlighted by many 
scholars and HR professionals. Using the instruments given, especially MLQ, CSI or LEQ, 
Human Resource practitioners may arrange seminars or discourse about the relevance of 
these instruments on leadership effectiveness. For example, HR practitioners can conduct 
courses on transformational leadership for the leaders, or they can arrange case studies on 
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cognitive style for the leaders and followers in the organisation in order for the leaders to 
recognise individual differences through cognitive style and leadership approaches. 
Finally, HR can organise training sessions to enhance intuitive skills which must also be of 
value for those leaders who want to apply intuition in their decision making.  
 
9.5 RESEARCH CONTRIBUTIONS  
There has been a remarkable interest in studying leadership effectiveness. The 
significant different is, this present study explores leadership effectiveness within existing 
full range leadership and cognitive style theoretical frameworks; its contribution is to 
consider „follower-focused‟, leadership effectiveness (with an emphasis on 
transformational and transactional leadership approaches); and its relationship with 
cognitive style (intuition and analysis) in a novel context of the Malaysian government-
linked companies (GLC).  People have different judgements and perceive effectiveness in 
different ways, and therefore there are several contributions that need to be taking into 
consideration.  
 
As Allinson and Hayes (1996: 131) made the plea for replication and extension, 
therefore the research aims to make an extension of what has been done to investigate the 
influence of cognitive style on leadership effectiveness, However, the differences in 
cognitive style may also indicate effective leadership (Sadler-Smith & Badger, 1998) as in 
wider context; cognitive style involves information processing and strategic decision 
making (Gallén,, 1997; Hough & Ogilvie, 2005) which normally is associated with leaders 
or decision-maker in organisations. The contribution of cognitive style as an important 
aspect of individual differences has been extensively recognised. Messick (1976) suggests 
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that cognitive style may influence almost all human activities that are associated with 
cognition, including leadership effectiveness. The contribution of cognitive style may 
provide additional insight into the basis of leadership approaches. In particular, cognitive 
style provides a framework for answering some important questions related to 
transformational and transactional leadership approaches. Cognitive style is also expected 
to answer the question of individual differences (Allinson, Armstrong & Hayes, 2001; 
Arnstrong, 2000; Messick, 1976). The finding of RQ4 offers a serious contradiction 
between followers and leaders perceptions towards the link between leadership approaches 
and cognitive style. Intuition was found significantly correlated with transformational and 
transactional leadership from followers‟ samples; however, result from the leaders found 
no evidence to support this relationship. 
 
As mentioned earlier, there remains a considerable gap between what academia 
define as leadership effectiveness and consequently how transformational or transactional 
leadership approaches explain leadership effectiveness. A vast number of studies have 
been conducted on the full range leadership theory over the last forty years. In this respect 
transformational leadership that requires leaders to influence the values, attitudes, beliefs, 
and accomplish the organisation‟s mission and vision. A review of leadership research 
suggests that transformational leadership, in particular, is an approach that significantly 
related to effectiveness (Bass, 1998; Lowe & Kroeck, 1996). This study has shown that 
transformational leadership approaches have contribution to leadership effectiveness from 
both followers and leaders‟ perspectives. 
.  
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Another contribution of this research is to provide a preliminary study on the 
relationship between transformational leadership and cognitive style to predict leadership 
effectiveness that is currently lacking in the literature. To the practitioner, the influence of 
cognitive style and the combination of transformational leadership approach will help 
improve organisational effectiveness and performance by monitoring the recruitment and 
selection of leaders. The influence of cognitive style on the transformational leadership 
approach may be used to explain and improve leadership effectiveness and enhance 
organisational productivity. As Hayes and Allinson (1994) argue, cognitive style may be 
used in relation to leaders‟ recruitment and selection. In the same way, as part of the 
human resource implication, Sadler-Smith and Badger (1998) also suggest that cognitive 
style differences have a crucial role in fostering individual versatility and understanding of 
effective management. Placing a suitable leader with a suitable approach and specific 
cognitive style will produce a significant impact on the organisation. To the academic, this 
study would contribute to a basis of understanding transformational leadership theory from 
a cognitive style binocular, as different leaders have different mental processes and 
different mental preferences that would affect their decision-making and work activities. 
Additionally, it will enrich the literature especially in the field of leadership and cognitive 
style.  
Compared to the west, leadership research in Malaysia particularly leadership 
effectiveness, followership and cognitive style is still in the beginning phase. Within the 
two main theories developed in the west, the study checked the correlation between the 
scales, and implied that the leadership approaches and cognitive style were perceived 
differently in Malaysia. This suggests that, in order to understand Malaysian leadership 
and a leader‟s cognitive style, the study should rely not only upon the western frameworks 
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but explore new dimensions rooted in the Malaysian culture. Although results of multiple 
regression analysis from followers‟ samples showed that only intuition made a significant 
contribution on leadership effectiveness, however it appears that both analysis and 
intuition have an impact on leadership effectiveness from the leaders‟ perspectives. This is 
in line with Patton (2003: 995) who asserts that “confident decision makers blend logic and 
intuition”. This is also parallel with the results of semi-structured interviews which shows 
that both analytical and intuitive styles were in place during the decision making process. 
However, intuitive style was found to be prominently used by the Malaysian leaders.  
 
According to past research, there are apparently several measurements and 
indications of leadership effectiveness. However, the criteria selected to evaluate 
leadership effectiveness was reflecting researcher‟s conception of leadership and on the 
constituents who are being considered (Yukl, 2002; Nahavandi, 2009). Unlike most 
assessment tools which have no standards against which to compare the assessment of a 
leader (Oyinlade, 2006), the LEQ uniquely measures leadership effectiveness from the 
individual, group and organisational perspectives (Yukl, 2002) by comparing between 
leaders and followers. Fiedler (1981) in his Contingency Model defines leadership 
effectiveness in terms of group performance. House‟s Path Goal Theory (1971) considers 
follower satisfaction and feeling as determinant of leadership effectiveness. Yukl (2002) 
suggested when leader performs their task successfully and attain its goal as leadership 
effectiveness. As this was newly developed instrument, the validation process led to a 
reliable and valid questionnaire. The instrument is highly reliable, with Cronbach alpha 
coefficients ranging from 0.78 to 0.87. The LEQ has a clear factor structure, as examined 
in a Principal Component Analysis which suggested a three-factor solution (aims, 
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followers‟ attitude, and group processes). Moreover, the questionnaire is particularly 
relevant for use in organizations, given its length (21 items) and the short time required to 
complete it (approximately 10 minutes). Good organisational measures not only have to be 
valid and reliable, but also need to be practical and manageable (Creswell, 2009). In 
support to the quantitative measurement, the qualitative data discovered balance, 
visionary, learning, role model and appreciative as additional characteristics of leadership 
effectiveness.  
 
Another contribution from this study was the combination of quantitative and 
qualitative methods. Silverman (2006) has argued that some quantification of findings 
from qualitative research can often help to uncover the generality of the phenomena being 
described. Findings from the interviews appear to have strengthened the findings from the 
questionnaire survey as discussed in chapter 8. 
 
9.6 LIMITATIONS OF STUDY 
Although it has been demonstrated above that the findings of the present research 
provide practical contributions, this study contains several limitations which are addressed 
in this section. 
 
Regarding the CSI, this instrument has been subjected to criticism that has 
questioned its validity as a tool to measure intuition. The issue of concern is that cognitive 
style is a complex multidimensional framework that cannot be predicated on the unitarist 
conception of the construct. According to Hodgkinson and Sadler-Smith (2003) analytical 
and intuitive behaviour should not be placed on the same continuum. They argue that 
having an inclination towards intuitive decision-making does not presume that one is less 
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likely to be rational in decision-making. It appears that the CSI scales, analysis and 
intuition show a low correlation and are not statistically significant with some of the other 
dimensions, especially with LEQ scales and transformational and transactional leadership 
scales for leaders. This insignificant result may be due to a restriction of range as having 
analysis and intuition was measured using only by tri-chotomous scale or possibly 
indicating psychometric problems with the scales used. 
 
The second limitation is regarding the use of the Multifactor Leadership 
Questionnaire (MLQ-5X Short; Bass & Avolio, 1997) as a measurement instrument. The 
instrument failed to discriminate the full range of transformational and transactional 
constructs purported in the literature (Bass & Avolio, 1997) as revealed from Factor 
analysis in Chapter 6. Future researchers may well need to develop psychometrically sound 
measurement instruments that clearly discriminate between specific leadership styles 
hypothesised in the literature. 
 
Although the LEQ clearly has potential and may contribute to the continuation of 
leadership effectiveness research, some limitations of this research should be noted. The 
LEQ is a self-reporting questionnaire, which implies that respondents can improperly 
influence the result. A self-report measurement relies on respondents‟ ability to introspect 
themselves accurately and without notions of social desirability. The true test of an 
instrument‟s validity, however, will be to validate the data against objectively observable 
behaviour (Oyinlade, 2006). Confirmatory factor analysis should be done to assess the 
fitness of the scales.  
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The limited sample size may limit the ability to generalize the findings. Finally the 
findings reported in this study may only be generalisable to government-link-companies in 
Malaysia. While several of the findings and strategies suggested by this study are universal 
in nature and therefore transferable to other organisations, further research would be 
needed to verify these findings in other contexts. 
 
9.7 RECOMMENDATIONS FOR FUTURE RESEARCH 
There are many potential directions for further research. Hopefully this study will 
serve as stimulus for more such studies that will explore these relationships further, using 
other measurement models to validate or reject these findings. Several recommendations 
that flow from the present study are made for future research in the field of leadership, 
followership and cognitive style.  Regarding conceptual, sample and methodological 
considerations in future research, there is basic considerations worth exploring. 
 
Firstly, on the conceptual level, greater refining of the conceptual links or 
relationships between the constructs is needed. The link between cognitive style and 
leadership approaches which includes leadership outcomes (extra effort, effectiveness and 
satisfaction) by Bass and Avolio‟s (2000) could be investigated in another study. Further 
studies should further explore leadership effectiveness by using leadership outcomes scales 
from the MLQ. This would allow for more explanation of how effectiveness is perceived 
and to predict leadership effectiveness variables. 
 
In term of sampling, replicating both quantitative and qualitative stages of the 
research in other organisations, particularly the private sector or non-governmental 
organisations, using the similar framework could contribute to establishing how far the 
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findings from this present research can be generalised to others. The complete proposed 
integrated framework also needs to be empirically tested on other samples. Additionally, 
extending the study to more GLC which including the various GLCs under the state 
government in Malaysia. It is also suggested that a longitudinal study of the proposed 
framework should be undertaken in order to be able to make more convincing causal 
inferences. 
 
Moving on to the methodological option, the main focus of the present study was 
on leadership effectiveness, leadership approaches, and cognitive style. Future 
investigation can explore leadership effectiveness based on the eight constructs found in 
the interviews, and observe whether there is a unique combination and characteristics of 
leadership effectiveness by increasing the number of items in the LEQ. Since the LEQ is a 
newly developed self-report questionnaire, the instrument has only limited and initial 
evidence of reliability and validity, therefore further study with new samples are 
recommended. The present study employed Pearson correlation and standard multiple 
regression, and there were no particular hypotheses proposed for the relationships between 
constructs. Thus future investigation can attempt to propose hypotheses by using more 
advanced statistical tools such as Structural Equation Modelling. 
 
Another methodological consideration worth exploring is the modification of the 
scale measures on cognitive style. The Cognitive Style Index (CSI) constructed by 
Allinson and Hayes (1996) is a measure of an individual‟s position on a bipolar analysis-
intuition dimension of cognitive style. In the present study, the CSI consisted of 38 items 
rated on trichotomous scale (true coded as “2” ;uncertain coded as “1”;and false coded as 
“0”). Based on the findings in chapter 6 and 7, this type of scale seems to be problematic. 
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Therefore, development of a different version of CSI with at least four or five Likert scales 
to measure the 38 items is advisable. Additionally, this research focused on Malaysia. 
While, the MLQ developed in the USA, the CSI developed in the UK. From the Factor 
Analysis, the MLQ did not duplicate Bass and Avolio‟s (1997) original propositions. 
Therefore, both of these instruments need some modifications to be applied in the 
Malaysian context.  
 
The field of cognitive style research is very large and extensive (Van Den Broeck, 
Vanderheyden and Cools, 2003) Support could not be found in the present study, for the 
relationships between transactional and cognitive style (analysis or intuition). A different 
study, using different measurement models to measure these constructs, may obtain other 
results when investigating these various direct relationships. Further validation and cross-
validation of the cognitive style and leadership effectiveness questionnaires is needed, as 
well as research on the different cognitive style in general, and the possible relationship 
with other variables in particular. 
 
Findings from qualitative semi-structured interviews discovered a few more 
characteristics of leadership effectiveness and dimensions of cognitive style. Balance was 
among the most mentioned criteria and this idea came from leaders at Islamic oriented 
organisations. The Malay culture also contributed to this finding. It is suggested for future 
research, the element of Islamic values and culture as a moderator should be added into the 
framework in leadership effectiveness studies (see Figure 9.2).  
 
Finally, this avenue of exploration is worth further investigation when applying 
cultural differences. It is suggested for future research to conduct purely qualitative study 
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to explore leadership effectiveness in the Malaysian context. By conducting the study in an 
inductive way, it is hoped that future research would come up with a new model and new 
instruments with a Malaysian-orientated version to be compared with the western context. 
 
9.8 CONCLUDING REMARK 
This study attempted to provide a framework and fulfilling the gaps to explore 
leadership effectiveness by examining the relationship between transformational and 
transactional leadership approaches and cognitive style. In conclusion, leadership is more 
than the acquisition of knowledge and skill but consists of qualitatively different ways of 
doing and handling business and human resources which include followers in 
organisations. Significantly found from the study, effectiveness of a leader is to a great 
extent dependent on the cognitive styles of the leader and the interaction with the 
followers. Although leaders might have a preferred or dominant cognitive style, their 
actual behaviour, style or approach is also influenced by the follower relations over time 
(Armstrong, 2000; Spicer, 2004).  
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LEADERSHIP EFFECTIVENESS AND COGNITIVE STYLE: A MALAYSIAN GLCS’ 
PERSPECTIVES 
 
Dear valued participant, 
You have been selected to be a participant in this study. This questionnaire is designed to investigate your 
perceptions towards your leader‟s leadership approaches, cognitive style and leadership effectiveness. Please 
answer all items on this answer sheet. The relationship of leadership approaches and cognitive style that 
influences leadership effectiveness has not been widely researched especially from the followers‟ view and it is 
important to fill in the gaps that exist particularly in the Malaysian GLCs‟ context. The findings of this research 
will be useful especially followers‟ view should be taken into account into leadership development programme 
and for recruitment and selection of leader. For that reason, your views are vital to help build a clear picture of 
how leadership effectiveness influenced by leadership approaches and cognitive style from the perspective of 
followers. 
  
Regards 
 
Abdul Halim Busari 
Doctoral Researcher  
Bradford University School of Management 
Emm Lane, 
Bradford 
BD9 4JL 
United Kingdom 
Email: a.h.b.busari@bradford.ac.uk 
 
SUPERVISOR 
 
Dr David Spicer 
Associate Dean, MBA 
Senior Lecturer in Organisational Change 
Bradford University School of Management 
Emm Lane, Bradford, BD9 4JL,  
United Kingdom 
Tel.: +44 (0)1274 234373 
Email: D.P.Spicer@Bradford.ac.uk 
 
 
HOW TO FILL IN THE QUESTIONNAIRE 
1. This questionnaire is divided into four (4) sections. You 
are required to fill in all the sections. It will take 
approximately 20-30 minutes to complete. 
2. Most of the questions require you to circle [0] or tick [√] the 
best option that represents your view. 
3. There are no right or wrong answers. Thus, your frank and 
complete response is very much appreciated. 
4. In some of the questions, you may find it difficult to decide 
a response. If this happens, choose an option that suits 
you best. 
5. Please return the completed questionnaire in the envelope 
provided. 
6. If you need any assistance on how to fill in the 
questionnaire or interested for the final results of this 
study, please contact me via the above address. 
 
ASSURANCE OF CONFIDENTIALITY  
1. Your responses to every part in this 
questionnaire are strictly confidential. 
2. The returned questionnaires will be 
treated with the utmost confidence and 
no identities will be included within the 
final report. 
 
 
Code:________________ 
 
[The purpose of this code is 
to avoid sending another set 
of questionnaire to the same 
person] 
 
 
Thank you very much indeed for your precious time and co-operation. 
 
 
 
 
 
Appendix 1 
 
  
SECTION A: LEADERSHIP APPROACHES 
Instructions: Please answer honestly and CIRCLE [0] the option that you feel best represents the person you are describing. 
There are no right or wrong answers. Use the following rating scale: 
Not at all Once in a while Sometimes Fairly Often Frequently, if not always 
        0 1 2 3 4 
 
THE PERSON I AM RATING….. 
1.  Provides me with assistance in exchange for my efforts  0 1 2 3 4 
2.  Re-examines critical assumptions to question whether they are appropriate  0 1 2 3 4 
3.  Fails to interfere until problems become serious  0 1 2 3 4 
4.  Focuses attention on irregularities, mistakes, exceptions, and deviations from standard 0 1 2 3 4 
5.  Avoids getting involved when important issues arise  0 1 2 3 4 
6.  Talks about their most important values and beliefs  0 1 2 3 4 
7.  Is absents when needed 0 1 2 3 4 
8.  Seeks differing perspectives when solving problems  0 1 2 3 4 
9.  Talks optimistically about the future  0 1 2 3 4 
10.  Instils pride in me for being associated with him/her 0 1 2 3 4 
11.  Discusses in specific terms who is responsible for achieving performance targets  0 1 2 3 4 
12.  Waits for things to go wrong before taking action  0 1 2 3 4 
13.  Talks enthusiastically about what needs to be accomplished  0 1 2 3 4 
14.  Specifies the importance of having a strong sense of purpose  0 1 2 3 4 
15.  Spends time teaching and coaching  0 1 2 3 4 
16.  Makes clear what one can expect to receive when performance goals are achieved  0 1 2 3 4 
17.  Shows that he/she is a firm believer in “If it ain‟t broke, don‟t fix it”  0 1 2 3 4 
18.  Goes beyond self-interest for the good of the group  0 1 2 3 4 
19.  Treats me as an individual rather than just as a member of a group  0 1 2 3 4 
20.  Demonstrates that problems must become chronic before taking action 0 1 2 3 4 
21.  Acts in ways that builds my respect  0 1 2 3 4 
22.  Concentrates his/her full attention on dealing with mistakes, complaints, and failures  0 1 2 3 4 
23.  Considers the moral and ethical consequences of decisions  0 1 2 3 4 
24.  Keeps track of all mistakes  0 1 2 3 4 
25.  Displays a sense of power and confidence  0 1 2 3 4 
26.  Articulates a compelling vision of the future  0 1 2 3 4 
27.  Directs my attention toward failures to meet standards  0 1 2 3 4 
28.  Avoids making decision  0 1 2 3 4 
29.  Considers me as having different needs, abilities, and aspirations from others  0 1 2 3 4 
30.  Gets me to look at problems from many different angles  0 1 2 3 4 
31.  Helps me to develop my strengths  0 1 2 3 4 
32.  Suggests new ways of looking at how to complete assignments  0 1 2 3 4 
33.  Delays responding to urgent questions  0 1 2 3 4 
34.  Emphasizes the importance of having the collective sense of mission  0 1 2 3 4 
35.  Expresses satisfaction when I meet expectations  0 1 2 3 4 
36.  Expresses confidence that goals will be achieved  0 1 2 3 4 
37.  Is effective in meeting my job-related needs  0 1 2 3 4 
38.  Uses methods of leadership that are satisfying  0 1 2 3 4 
39.  Gets me to do more than I expected to do   0 1 2 3 4 
40.  Is effective in representing me to higher authority  0 1 2 3 4 
41.  Works with me in a satisfactory way  0 1 2 3 4 
42.  Heightens my desire to succeed  0 1 2 3 4 
43.  Is effective in meeting organizational requirements  0 1 2 3 4 
44.  Increases my willingness to try harder  0 1 2 3 4 
45.  Leads a group that is effective  0 1 2 3 4 
  
SECTION B: COGNITIVE STYLE 
Instructions: If you think that a statement is true about your leader, answer T. If you think that it‟s false, answer F. If you are 
uncertain whether it is true or false, answer?.  Again, there are no right or wrong answers, be honest and give the answer that 
comes closest to your own opinion of your leader. Work quickly through it by CIRCLE the appropriate box next to each 
statement. Use the following scale: TRUE-T, UNCERTAIN-?. FALSE-F 
 
 
  
1.  In my opinion my leader uses rational thought as a basis for making decisions T  ? F 
2.  To solve a problem, my leader has to study each part of it in detail T  ? F 
3.  My leader most effective when his/her work involves a clear sequence of tasks to be performed T  ? F 
4.  My leader has difficulty in working with people who „dive in at the deep end‟ without considering the 
finer aspects of the problem 
T  ? F 
5.  My leader carefully follows rules and regulations T  ? F 
6.  My leader avoids taking a course of action if the odds are against its success T  ? F 
7.  My leader inclined to scan through written documents rather than read them in detail T  ? F 
8.  My leader understanding of a problem tends to come more from thorough analysis than flashes of 
insight (i.e. seeing the answer quickly and easily) 
T  ? F 
9.  My leader tries to keep a regular routine in his/her work T  ? F 
10.  The kind of work my leader like best is that which requires a logical, step by step approach T  ? F 
11.  My leader rarely makes „off the top of the head decisions‟ T  ? F 
12.  My leader prefers chaotic action to orderly inaction T  ? F 
13.  Given enough time, my leader would consider every situation from all angles T  ? F 
14.  To be successful in his/her work, my leader find that it is important to avoid hurting other people‟s 
feelings 
T  ? F 
15.  The best way for my leader to understand a problem is to break it down into its constituent parts T  ? F 
16.  My leader thought that adopting a careful, analytical approach to making decisions takes too long T  ? F 
17.  My leader makes the most progress when he/she take calculated risks T  ? F 
18.  My leader is too organised when performing certain kinds of tasks T  ? F 
19.  My leader always pays attention to detail before he/she reach a conclusion T  ? F 
20.  My leader makes many of his/her decisions on the basis of intuition (i.e. feelings rather than facts) T  ? F 
21.  My leader‟s philosophy is that it is better to be safe than sorry T  ? F 
22.  When making a decision, my leader takes his/her time and thoroughly considers all the relevant factors T  ? F 
23.  My leader gets on best with quiet thoughtful people T  ? F 
24.  My leader would rather his/her life was unpredictable than it followed a regular pattern T  ? F 
25.  Most people regard my leader as a logical thinker T  ? F 
26.  To fully understand the facts my leader needs a good theory T  ? F 
27.  My leader works best with people who are spontaneous T  ? F 
28.  My leader thought detailed, methodical work satisfying T  ? F 
29.  My leader approach to solving a problem is to focus on one part at a time T  ? F 
30.  My leader is constantly on the look out for new experiences T  ? F 
31.  In meetings my leader has more to say than most T  ? F 
32.  My leader instinctive feelings are just as good a basis for decision making as careful analysis T  ? F 
33.  My leader is the kind of person who casts caution to the wind T  ? F 
34.  My leader makes decisions and get on with things rather than analyse every last detail T  ? F 
35.  My leader always prepared to take a gamble T  ? F 
36.  Formal plans are more of a hindrance than a help in my leader‟s work T  ? F 
37.  My leader prefers ideas rather than facts and figures T  ? F 
38.  My leader found out that „too much analysis results in „paralysis‟ T  ? F 
  
 
 
SECTION C: LEADERSHIP ATTITUDE 
Instructions: Each of the following statements concerns your personal feelings and experiences ABOUT YOUR LEADER. 
There are no right or wrong answers. You will probably agree with some items and disagree with others. First impressions are 
usually best. Read each statement carefully and decide if you agree or disagree with it and the strength of your opinion about 
your leader. Then indicate the extent to which you agree or disagree with the statement by circling the appropriate number. 
 
Not at all Once in a while Sometimes Fairly Often Frequently, if not always 
0 1 2 3 4 
  
MY LEADER….. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
1.  is generally successful in achieving his/her job aims 0 1 2 3 4 
2.  would not let me participates in making decisions 0 1 2 3 4 
3.  treats all group members equally 0 1 2 3 4 
4.  gives opportunities to me for independent thought and action       
5.  generally attain organizational objectives  0 1 2 3 4 
6.  gets feedback on whether he/her has reached their goals 0 1 2 3 4 
7.  is not concerned with my perceptions in performing his/her duty  0 1 2 3 4 
8.  supports the members of his/her group  0 1 2 3 4 
9.  put suggestions made by the group into operation  0 1 2 3 4 
10.  consults group members when deciding to act 0 1 2 3 4 
11.  expect me to support him/her  0 1 2 3 4 
12.  has helped the organisation increases their profits  0 1 2 3 4 
13.  inspires me to carry out better job performance  0 1 2 3 4 
14.  encourages group members to speak up when disagree with his/her decisions  0 1 2 3 4 
15.  believe his/her abilities enable him/her to accomplish organizational goals  0 1 2 3 4 
16.  expect me to perform effectively under his/her supervision 0 1 2 3 4 
17.  believes if he/she reach professional targets these will be in line with the organizational aims 0 1 2 3 4 
18.  helps group members get to know each other  0 1 2 3 4 
19.  creates an environment that establishes commitment among his/her followers  0 1 2 3 4 
20.  seeks to resolve conflict between group members quickly  0 1 2 3 4 
21.  put organisational expectations as a priority for him/her  0 1 2 3 4 
LEADER’S VERSION 
  
 
LEADERSHIP AND COGNITIVE STYLE QUESTIONNAIRE: A MALAYSIAN 
GLCs’ PERSPECTIVES 
 
  
Dear valued participant, 
You have been selected to be a participant in this study. This questionnaire is designed to describe your 
leadership approaches, cognitive style and leadership attitude as you perceive it. Please answer all items on this 
answer sheet. The relationship of leadership approaches and cognitive style that influences leadership 
effectiveness has not been widely researched and it is important to fill in the gaps that exist in particular in the 
Malaysian GLCs‟ context. The findings of this research will be useful in leadership development programmes and 
for the recruitment and selection of leaders. For that reason, your views are vital to help build a clear picture of 
how leadership approaches is related to cognitive style and leadership attitude. 
 
Regards 
 
Abdul Halim Busari 
Doctoral Researcher  
Bradford University School of Management 
Emm Lane, 
Bradford 
BD9 4JL 
United Kingdom 
Email1: a.h.b.busari@bradford.ac.uk 
Email2: bhalim@fcs.unimas.my 
 
SUPERVISOR 
 
Dr David Spicer 
Associate Dean, MBA 
Senior Lecturer in Organisational Change 
Bradford University School of Management 
Emm Lane, Bradford, BD9 4JL,  
United Kingdom 
Tel.: +44 (0)1274 234373 
Email: D.P.Spicer@Bradford.ac.uk 
 
  
HOW TO FILL IN THE QUESTIONNAIRE 
1. This questionnaire is divided into four (4) 
sections. You are required to fill in all the 
sections. It will take approximately 20-30 
minutes to complete. 
2. Most of the questions require you to circle [0] or 
tick [√] the best option that represents your 
view. 
3. There are no right or wrong answers. Thus, 
your frank and complete response is very much 
appreciated. 
4. In some of the questions, you may find it 
difficult to decide a response. If this happens, 
choose an option that suits you best. 
5. Please return the completed questionnaire in 
the envelope provided. 
6. If you need any assistance on how to fill in the 
questionnaire and interested in the final results 
of this study, please contact me via the above 
address. 
 
ASSURANCE OF CONFIDENTIALITY  
1. Your responses to every part in this questionnaire 
are strictly confidential. 
2. The returned questionnaires will be treated with 
the utmost confidence and no identities will be 
included within the final report. 
 
 
Code:________________ 
 
[The purpose of this code are: 
o to avoid sending another set of 
questionnaire to the same person 
o to match between leaders and 
followers] 
 
Thank you very much indeed for your precious time and co-operation. 
 
Appendix 2 
 
SECTION A: LEADERSHIP APPROACHES 
Instructions: Please answer honestly and CIRCLE [0] the option that you feel best represents your leadership 
approach. There are no right or wrong answers. Use the following rating scale: 
Not at all              Once in a while           Sometimes             Fairly Often         Frequently, if not always 
0                              1                                    2                                  3                                       4    
1.  I provide others with assistance in exchange for their efforts  0 1 2 3 4 
2.  I re-examine critical assumptions to question whether they are appropriate 0 1 2 3 4 
3.  I fail to interfere until problems become serious  0 1 2 3 4 
4.  I focus attention on irregularities, mistakes, exceptions, and deviations from standard  0 1 2 3 4 
5.  I avoid getting involved when important issues arise  0 1 2 3 4 
6.  I talk about my most important values and beliefs  0 1 2 3 4 
7.  I am absent when needed  0 1 2 3 4 
8.  I seek differing perspectives when solving problems  0 1 2 3 4 
9.  I talk optimistically about the future  0 1 2 3 4 
10.  I instil pride in others for being associated with me 0 1 2 3 4 
11.  I discuss in specific terms who is responsible for achieving performance targets  0 1 2 3 4 
12.  I wait for things to go wrong before taking action  0 1 2 3 4 
13.  I talk enthusiastically about what needs to be accomplished  0 1 2 3 4 
14.  I specify the importance of having a strong sense of purpose  0 1 2 3 4 
15.  I spend time teaching and coaching  0 1 2 3 4 
16.  I make clear what one can expect to receive when performance goals are achieved  0 1 2 3 4 
17.  I show that I am a firm believer in “If it ain‟t broke, don‟t fix it”  0 1 2 3 4 
18.  I go beyond self-interest for the good of the group  0 1 2 3 4 
19.  I treat others as individuals rather than just as a member of a group  0 1 2 3 4 
20.  I demonstrate that problems must become chronic before I take action  0 1 2 3 4 
21.  I act in ways that build others‟ respect for me  0 1 2 3 4 
22.  I concentrate my full attention on dealing with mistakes, complaints, and failures  0 1 2 3 4 
23.  I consider the moral and ethical consequences of decisions  0 1 2 3 4 
24.  I keep track of all mistakes   0 1 2 3 4 
25.  I display a sense of power and confidence  0 1 2 3 4 
26.  I articulate a compelling vision of the future  0 1 2 3 4 
27.  I direct my attention toward failures to meet standards  0 1 2 3 4 
28.  I avoid making decision  0 1 2 3 4 
29.  I consider an individual as having different needs, abilities, and aspirations from others  0 1 2 3 4 
30.  I get others to look at problems from many different angles  0 1 2 3 4 
31.  I help others to develop their strengths  0 1 2 3 4 
32.  I suggest new ways of looking at how to complete assignments  0 1 2 3 4 
33.  I delay responding to urgent questions  0 1 2 3 4 
34.  I emphasize the importance of having the collective sense of mission  0 1 2 3 4 
35.  I express satisfaction when others meet expectations  0 1 2 3 4 
36.  I express confidence that goals will be achieved  0 1 2 3 4 
37.  I am effective in meeting others‟ job-related needs  0 1 2 3 4 
38.  I use methods of leadership that are satisfying   0 1 2 3 4 
39.  I get others to do more than they expected to do    0 1 2 3 4 
40.  I am effective in representing others to higher authority   0 1 2 3 4 
41.  I work with others in a satisfactory way    0 1 2 3 4 
42.  I heighten others‟ desire to succeed   0 1 2 3 4 
43.  I am effective in meeting organizational requirements    0 1 2 3 4 
44.  I increase others‟ willingness to try harder    0 1 2 3 4 
45.  I lead a group that is effective  0 1 2 3 4 
 SECTION B: COGNITIVE STYLE 
Instructions: If you think that a statement is true about yourself, answer T. If you think that it‟s false, answer F. 
If you are uncertain whether it is true or false, answer ?.  Again, there are no right or wrong answers, be honest 
and give the answer that comes closest to your own opinion of yourself. Work quickly through by circling the 
appropriate box next to each statement.   
True Uncertain False 
T ? F 
1.  In my opinion rational thought is the only realistic basis for making decisions. T ? F 
2.  To solve a problem, I have to study each part of it in detail. T ? F 
3.  I‟m most effective when my work involves a clear sequence of tasks to be performed. T ? F 
4.  I have difficulty in working with people who „dive in at the deep end‟ without considering the 
finer aspects of the problem. 
T ? F 
5.  I am careful to follow rules and regulations. T ? F 
6.  I avoid taking a course of action if the odds are against its success. T ? F 
7.  I am inclined to scan through written documents rather than read them in detail. T ? F 
8.  My understanding of a problem tends to come more from thorough analysis than flashes of 
insight (i.e. seeing the answer quickly and easily). 
T ? F 
9.  I try to keep a regular routine in my work. T ? F 
10.  The kind of work I like best is that which requires a logical, step by step approach. T ? F 
11.  I rarely make „off the top of the head decisions‟. T ? F 
12.  I prefer chaotic action to orderly inaction. T ? F 
13.  Given enough time, I would  consider every situation from all angles T ? F 
14.  To be successful in my work, I find that it is important to avoid hurting other people‟s feelings. T ? F 
15.  The best way for me to understand a problem is to break it down into its constituent parts. T ? F 
16.  I find that adopting a careful, analytical approach to making decisions takes too long. T ? F 
17.  I make the most progress when I take calculated risks. T ? F 
18.  I find that it is possible to be too organised when performing certain kinds of tasks. T ? F 
19.  I always pay attention to detail before I reach a conclusion. T ? F 
20.  I make many of my decisions on the basis of intuition (i.e. feelings rather than facts). T ? F 
21.  My philosophy is that it is better to be safe than sorry. T ? F 
22.  When making a decision, I take my time and thoroughly consider all the relevant factors. T ? F 
23.  I get on best with quiet thoughtful people. T ? F 
24.  I would rather my life was unpredictable than it followed a regular pattern. T ? F 
25.  Most people regard me as a logical thinker. T ? F 
26.  To fully understand the facts I need a good theory. T ? F 
27.  I work best with people who are spontaneous. T ? F 
28.  I find detailed, methodical work satisfying. T ? F 
29.  My approach to solving a problem is to focus on one part at a time. T ? F 
30.  I am constantly on the look out for new experiences. T ? F 
31.  In meetings I have more to say than most. T ? F 
32.  My instinctive feelings are just as good a basis for decision making as careful analysis. T ? F 
33.  I am the kind of person who casts caution to the wind. T ? F 
34.  I make decisions and get on with things rather than analyse every last detail. T ? F 
35.  I am always prepared to take a gamble. T ? F 
36.  Formal plans are more of a hindrance than a help in my work. T ? F 
37.  I prefer ideas rather than facts and figures. T ? F 
38.  I find that „too much analysis results in „paralysis‟. T ? F 
  
SECTION C: LEADERSHIP ATTITUDE 
Instructions: Each of the following statements concerns personal feelings and experiences. There are no right 
or wrong answers. You will probably agree with some items and disagree with others. First impressions are 
usually best. Read each statement carefully and decide if you agree or disagree with it and the strength of your 
opinion. Then indicate the extent to which you agree or disagree with the statement by circling the appropriate 
number. 
 
Not at all              Once in a while    Sometimes             Fairly Often         Frequently, if not always 
              0                              1                                    2                                  3                                       4    
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
1.  I am generally successful in achieving my job aims 1 2 3 4 5 
2.  I usually would not let my followers participate in making decisions  1 2 3 4 5 
3.  I treat all group members equally  1 2 3 4 5 
4.  I feel pleased if I reach my objectives 1 2 3 4 5 
5.  I give opportunities to my followers for independent thought and action  1 2 3 4 5 
6.  I look out for the personal welfare of group members  1 2 3 4 5 
7.  I try to get feedback from others indicating that I have reached my goals 1 2 3 4 5 
8.  I am not concerned by my followers‟ perceptions in performing my duty 1 2 3 4 5 
9.  I consult group members when deciding to act  1 2 3 4 5 
10.  I have helped the organisation increases their profits   1 2 3 4 5 
11.  I believe I can inspire my followers to carry out better job performance 1 2 3 4 5 
12.  I put suggestions made by the group into operation 1 2 3 4 5 
13.  I believe my abilities enable me to accomplish organizational goals 1 2 3 4 5 
14.  I expect my followers to perform competently under my supervision 1 2 3 4 5 
15.  I encourage group members to speak up when they disagree with decisions  1 2 3 4 5 
16.  If I reach my professional targets, I believe these will be in line with the organizational aims 1 2 3 4 5 
17.  Regardless of what happen to the organisation, my followers give their support to me 1 2 3 4 5 
18.  I help group members get to know each other 1 2 3 4 5 
19.  Meeting organisational expectations is a priority for me 1 2 3 4 5 
20.  I create an environment that establishes commitment among my followers 1 2 3 4 5 
21.  If there is a conflict, I work to resolve it quickly 1 2 3 4 5 


 
 
 
 
SECTION D: DEMOGRAPHIC CHARACTERISTICS 
 
1. Gender:            
  
 Male  Female 
 
 
2. Age:  _______ 
 
 
3. Length of Service in this organization: __________ years  
 
 
4. Department/Division/Section: _____________ 
 
 
5. Highest Education Level: 
 
 
 
 
 
 
 SPM/STPM (O Level/A Level) 
 Diploma/Bachelor Degree 
 Master 
 PhD 
6. Job Status: 
 
 
 
 
 
 
 
 Full time 
 Part time 
 Seconded 
 Contract 
 
If you have any comments or suggestions about this questionnaire, please include them here: 
 
 
 
 
 
 
 
 
 
 
How long did you take to complete the questionnaire: _______minutes 
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REPLY SLIP 
 
TO:  ABDUL HALIM BUSARI 
 BRADFORD UNIVERSITY SCHOOL OF MANAGEMENT 
 EMM LANE, BRADFORD 
 WEST YORKSHIRE  
BD9 4JL 
 UNITED KINGDOM 
E-mail:  a.h.b.busari@bradford.ac.uk 
Fax:      +44 1274 546 866 
 
DATE:  14     July    2008 
 
FROM:  ______________________________________________ 
 PRESIDENT/CEO________________________________  
 ______________________________________________ 
 50732 KUALA LUMPUR___________________________ 
EMAIL: ________________________________________ 
TEL: __________________________________________ 
  
WE WISH: 
  
- TO PARTICIPATE   
              Questionnaires Only             Interview Only              Questionnaires & Interview    
*Date for questionnaires distribution……………… 
**Date for interview…………………… 
 
 
-NOT TO PARTICIPATE  
 
Thank you  
Yours sincerely 
 
 
*If agree for questionnaire 
**If agree for interview  
 
√ 
Appendix 9 
 
